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ABSTRACT 
SOCIAL TRANSFORMATION THROUGH PASTORAL 
TRANSFORMATIONAL LEADERSHIP:  
A CASE STUDY OF MOMBASA SYNOD 
by 
Pius N. Kagwi 
In this dissertation research, I sought to build understanding by exploring the 
issues that led to the 2007 post-election violence in Kenya, focusing primarily on the 
Mombasa Synod of the Methodist Church as a case study. My objective concerned 
raising awareness of these issues and promoting an initiative to combat violence and 
other social evils through the Pastoral Transformational Leadership (PTL) model, which 
seeks to inspire followers through emulation of transformed leadership, in this case for 
higher unifying values and morals in their respective communities. Therefore, I 
considered three main research questions: 
1. What are the participants’ perceptions of the Post-election violence (PEV)? 
2. When they saw signs of violence, what did the church or individual pastors do 
to prevent it? 
3. What should the church be doing now to enable healing and reconciliation? 
As long as people are not aware and do not address the root causes of the 
uninhibited violence in 2007, repeated violence is highly probable, triggered by future 
events such as elections or other political and ethnic instigations. Furthermore, without 
awareness of and action toward these root causes, the church will be unable to distinguish 
itself from the factions. The church in Kenya, one of the country’s strongest bodies 
unifying tribes, can bring about such awareness and exemplify the alternative leadership 
necessary for transforming society.  
This qualitative research utilized focus groups composed of pastoral leaders 
between the ages of 18 to 65 years, from both rural and urban settings. The research 
suggested far-reaching implications including social education of the masses, Kenyan 
pastoral leaders’ embrace of a worldview other than the prevailing factional worldview, 
and the potential to reposition the Church as an effective and respected ethical agent in 
society.  
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CHAPTER 1 
PROBLEM 
A shortage of leaders creates a shortage of followers. And a shortage of followers 
produces a shortage of future leaders. 
 
—Myron Rush 
 
The leader is the one who climbs the tallest tree, surveys the entire situation, and yells, 
“Wrong jungle!” 
 
—Stephen R. Covey 
The Seven Habits 
 
Whoever wants to become great among you must be your servant, and whoever wants to 
be first must be slave of all. 
 
—Jesus 
Mark 10:43-44 
 
Introduction 
 Collectively, the aforementioned quotations capture some of the key 
characteristics of transformational leadership. In particular, pastors hold the responsibility 
for spiritual guidance and development, motivation, restoration, care, correction, 
protection, unity, and encouragement of parishioners (1 Pet. 5:1-4, NKJV). Furthermore, 
in Romans 12:8, Saint Paul reminds pastors of the need for diligence in ministry.  
Problem Statement 
The inability of the government and of Christian leaders to contain the massive 
incidence of post-election violence (PEV) and other criminal activities created a scenario 
of worry in Kenya. The PEV of 2007 and 2008, triggered by the disputed presidential 
election results of 30 December 2007, brought horrifying destruction, statistics, and 
scenarios. At least 1,500 people died, scores of people were injured, and over 350,000 
people were displaced in the post-election crisis. Furthermore, thieves and hooligans 
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committed acts of vandalism upon various properties, with damages totaling millions of 
shillings; thus, sending the Kenyan economy into a free fall (Ngunyi 14).  
The Destruction of PEV 
The criminal act of PEV in Kenya involved victims and offenders who had lived 
together for a long time. The politically motivated PEV included intimidation, 
harassment of citizens, sexual assault, and killing of innocent adults and children. The 
helpless victims usually do not understand the problem of PEV, let alone able to 
determine a solution. Despite the stereotypes, political violence does not discriminate 
persons on racial, tribal, gender, age, religious, socioeconomic, or sexual orientations 
(Mathenge). 
Call for Action 
Only peace can halt the decline in the world’s Christian population. In order to 
avoid a repeat of such tragic circumstances, Christians and Christian leaders need to take 
action. Christian community members, especially the clergy, can help transform the 
minds of members in their local churches so they can act as agents of peace and 
reconciliation in their respective communities. 
Background of the Problem 
In the aftermath of the 2007-2008 elections and the subsequent political unrest, 
Sam Kivuitu, chairperson of the Electoral Commission of Kenya (ECK), the 
governmental organization that certifies the election results, commented, “I don’t know 
whether Kibaki won the election” (“ECK Chairman Kivuitu”). Ironically, in 2007, 
Kivuitu certified Kibaki as election winner without actually knowing who had won.  
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This error caused one of the greatest episodes of carnage in Kenya’s history: 
1,500 persons dead, 3,000 innocent women raped, and 300,000 people internally 
displaced (Roberts 2). Most of these atrocities happened in the first fourteen days 
following the 2007 Kenyan general election. The severity of this conflict unfolded in a 
span of 59 days between Election Day, 27 December 2007, and 28 February 2008, when 
the main competing political parties, i.e. Party of National Unity (PNU) and Orange 
Democratic Party (ODM), reached a political compromise:  
The magnitude of the trauma and structural violence in Kenya after the 
fourth multi-party general election took both Kenyans and the 
international community, alike, by surprise. In retrospect, the violence not 
only could have been predicted; most likely, it could have been prevented. 
(2) 
 
Kenyans still question why Kivuitu would certify election results. Indeed, the president 
appoints ECK staff members, including the chairperson. As a result, perhaps Kivuitu 
acted accordingly out of fear for losing his job. The history of the problem will be 
discussed in detail in Chapter 2.  
Context of the Study 
The Mombasa Synod of the Methodist Church in Kenya was the immediate 
context for this project. Understanding the Mombasa Synod’s context represented an 
important step in the process of becoming a transformational leader with an impact on the 
community. The cosmopolitan area of Mombasa hosts people from nearly all corners of 
the world. However, the local tribe, Mijikenda (nine tribes), occupies the larger part of 
Mombasa. According to a 1999 census, about 50 percent of Mijikendas practice African 
Traditional Religion (ATR). Other citizens of Mombasa identify as Muslim (30 percent) 
and Christian (20 percent), respectively (Ministry of Finance and Planning 154). 
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The Mombasa Synod, located in the southern part of the Coast Province, covers 
seven administrative districts (Mombasa, Kilindini, Matuga, Msambweni, Kinango, Voi, 
and Taita-Taveta). Furthermore, the Mombasa Synod divides the aforementioned districts 
into seven circuits, namely: Kisiwani, Changamwe, Kisauni, Kwale, Mamba, Kinango, 
and Mazeras. Approximately sixty congregations scattered throughout the synod claim a 
membership population of approximately thirty thousand followers (Mombasa Synod 
Statistics 35). 
Christianity entered east Africa and Kenya through Mombasa by way of many 
Christian mission societies, including the Church Missionary Society (CMS), Methodist 
Missionary Society (MMS), Neukirchen Mission (NM), East African Scottish Mission 
(EASM), Church of Scotland Mission (CSM), Africa Inland Mission (AIM), Gospel 
Mission Society (GMS), Friends Africa Industrial Mission (FAIM), Roman Catholic 
Missionary Society-South Africa Compounds and Interior Mission (SACIM), Church of 
God Mission (CGM), Seventh Day Adventist (SDA), Nilotic Independent Mission 
(NIM), Apostolic Faith Mission of Lowa (AFML), Pentecostal Assemblies of Canada 
(PAC), and the Salvation Army (SA) (Mugambi 33). However, due to Islamic threats and 
an unfavorable climate, many missionaries withdrew in favor of up-country missions 
with more favorable climates and people more receptive to the gospel. 
Purpose Statement 
The purpose of this dissertation research focused on the Mombasa Synod in order 
to understand and raise awareness by exploring issues leading to Kenya’s 2007 PEV with 
the hope of positioning the church to prevent similar violence in the future. Using a 
transformational model that sought to inspire followers through emulation of transformed 
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leadership, this study proposes that pastoral leaders could engage their congregants by 
exemplifying transformation and educating members regarding the ills of ethnic factions 
in order to influence communities.  
Research Questions 
With this project, I sought to answer the following research questions. 
1. What are the participants’ perceptions of the Post-election violence (PEV)? 
2. When they saw signs of violence, what actions did the church or individual 
pastors take in order to prevent the violence? 
3. What should the church be doing now to enable healing and reconciliation and 
help prevent similar violence in the future? 
Definition of Terms 
In this study, I defined the following principal terms.  
The term post-election violence specifically describes the violence in Kenya occurring 
immediately following the general elections of December 2007, in which more than 
1,500 people died and 350,000 persons were displaced from their homes (Ngunyi 14). 
Furthermore, I use the term transformational leadership in a broad sense. 
Transformational leadership involves an intentional effort to move the church along in 
the process of change from old things to new things. J. S. Black and L. W. Porter define 
transformational leadership as “leadership that motivates followers to ignore self-
interests and work for the larger good of the organization to achieve significant 
accomplishments; emphasis is on articulating a vision that will convince subordinates to 
make major changes” (432). Such leaders have a profound effect on followers’ beliefs 
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and values, as well as their followers’ ideas and expectations for the organization’s 
future.  
In addition, transformational leaders provide their followers with the guidance 
necessary to achieve their goals. Transformation is a permanent change in people’s 
attitudes, beliefs, and behavior in all areas of their life (physical, spiritual, emotional, and 
social). These changed individuals then facilitate similar changes in others, who then 
change their respective neighborhoods from the inside out. 
Bernard M. Bass (26) and B. M. Bass, B. J. Avolio, D. I. Jung, and Y. Berson 
(207) expand the concept of transformational leadership to include charisma, inspiration, 
individualized consideration, and intellectual stimulation. M. Sashkin emphasizes the 
importance of vision in transformational leadership (151). Jay A. Conger and Rabindra 
N. Kanungo explain charisma as a characteristic of founders of organizations, while 
transformational leaders are organizational members who wish to change the existing 
organization (645). Transformational leaders motivate and inspire followers by appealing 
to higher goals and the common good rather than individual needs and self-interest (e.g., 
financial gain).  
Ministry Intervention 
This dissertation describes an intervention to engage pastors in order to reduce 
cases of PEV and other antisocial behaviors in their congregations by using the Word of 
God to promote social transformation in their respective areas of service through a 
transformational leadership style. In spite of the practical nature of this topic, Kenyan 
writers have not explored the role of Christian leaders in correcting problem behaviors in 
the context of Kenyan society. 
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The present study aimed to expand understanding of socio-transformation through 
pastoral transformational leadership. Throughout this study, I explored the characteristics 
of transformational leadership and offered practical suggestions regarding the 
transformation of leadership skills. My committee and I examined and validated the 
hallmarks of effective transformational leadership through transformational leadership 
research. 
Methodology 
In this qualitative study, I used focus groups to analyze the role of different social 
and cultural factors leading to PEV and other antisocial behaviors. Many academic 
disciplines, especially the social sciences, employ qualitative research as a method of 
inquiry; however, market research and other contexts also employ qualitative methods 
(Denzin and Lincoln 133-55). 
Through focus group research, I intended to draw upon respondents’ attitudes, 
feelings, beliefs, experiences, and reactions in a way other methods, such as observation, 
one-on-one interviewing, or questionnaire surveys would not allow. While a person’s 
attitudes, feelings, and beliefs exist independently from his or her group or social setting, 
he or she is likely to reveal more information through interaction with a group. Compared 
to individual interviews, which aim to obtain individual attitudes, beliefs, and feelings, 
focus groups elicit a multiplicity of views and emotional processes within a group context 
(Denzin and Lincoln 887).  
The researcher can control an individual interview more easily than a focus group 
in which participants take the initiative. Compared to observation, a focus group enables 
the researcher to gain a larger amount of information in a shorter period. Observational 
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methods tend to require the observer to wait for observable actions, whereas in a focus 
group, the researcher follows an interview guide. In this sense, focus groups are 
organized events rather than natural events. Focus groups are particularly useful when 
power differences exist between participants and decision-makers or professionals, when 
the everyday language and culture of particular groups is of interest, and when 
researchers want to explore the degree of consensus on a given topic (Morgan 31). David 
L. Morgan offers three observations regarding focus groups: 
1. Organized discussion with a selected group of individuals gains information 
about participant’s views and experiences of a topic.  
2. Interviewing particularly is suited for obtaining several perspectives about the 
same topic.  
3. Focus groups gain insights into people’s shared understandings of everyday 
life and the ways in which other people influence individuals in a group situation (36). 
Potential Benefits and Limitations of Focus Groups 
Focus group research has advantages and limitations, as do all other research 
methods. While researchers can overcome some limitations with careful planning and 
moderating, other limitations are unavoidable and particular to this approach. For 
example, the researcher or moderator has less control over the data produced from a 
focus group than data produced from quantitative studies or one-on-one interviewing 
(Morgan 35). In a focus group, participants talk to each other, ask questions, and express 
doubts and opinions, so the moderator has little control over the interaction other than 
generally keeping participants focused on the topic. By its nature, focus group research is 
open-ended and cannot entirely be predetermined. In addition, individuals in a focus 
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group do not just express their own definitive individual views. Instead, they speak in a 
specific context and within a specific culture; as a result, the moderator might encounter 
difficulty when trying to identify a clear individual message. The aforementioned 
problem describes a potential limitation of focus groups.  
J. Kitzinger (“Methodology of Focus Groups” 103) identifies interaction as the 
crucial feature of focus groups because participants’ interactions highlight their views of 
the world, the language they use about an issue, and their values and beliefs about a 
situation. Interaction also enables participants to ask questions of each other and to 
reevaluate and reconsider their own understandings of their specific experiences. In 
addition, the way focus groups elicit information which allows researchers to find out 
reasons for an issue’s salience (Morgan and Spanish 254). As a result, focus groups allow 
researchers to understand the gap between people’s words and people’s actions better 
(Lankshear 1987). If participants reveal multiple understandings and meanings, then 
researchers can more readily offer multiple explanations for their behaviors and attitudes.  
Focus group research offers many benefits for the participants. The opportunity to 
be involved in decision-making processes, to be valued as experts, and the chance to 
work collaboratively with researchers can be empowering for many participants, and 
these characteristics were true especially in the context of the Mombasa Synod. If a group 
works well and develops trust, the group may explore solutions to a particular problem as 
a unit rather than as separate individuals (Kitzinger, “Methodology of Focus Groups” 
112). Furthermore, when participants experience involvement in a meaningful group 
activity, the focus group realistically can promote empowerment. Nonetheless, not every 
participant may experience these benefits, since especially inarticulate or shy group 
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members may feel intimidated. Hence, focus groups do not empower all participants, and 
other methods may offer more opportunities for such participants.  
On a practical note, identifying a representative sample, therefore, assembling a 
focus group can prove difficult. In such cases, personal interviews or the use of 
workbooks alongside focus groups may prove a more suitable approach. Finally, sharing 
materials with other groups makes focus groups un-confidential or un-anonymous.  
Participants 
The research team for this project consisted of 148 people, including ordained 
pastors, lay pastors, women leaders, youth leaders, and church elders. This project 
covered approximately seven circuits, including the urban settings of Kisiwani, Kisauni, 
and Changamwe; and the rural settings of Mazeras, Kinango, Kwale, and Mamba.  
I divided these 148 people into fourteen focus groups in order to explore causes of 
PEV, as well as the leadership perceptions of ordained pastors, lay pastors, and elders 
from the seven circuits of Mombasa Synod under my leadership as the Synod Bishop and 
under the leadership of the research moderator, Reverend Ann Deche. The team assisted 
me with data collection, interpretation, and organizational oversight.  
This study focused on pastoral transformational leadership in the Mombasa Synod 
with the hope to correct the issues continuing to divide people in these communities. I 
was accountable to the Leadership in Ministry Team, as well as to the Mombasa Synod 
Standing Committee and executive staff, and these groups knew of and approved my 
research. I sent letters and e-mail requests of Permission to Participate to all participants 
(see Appendix A) and obtained signed statements of Voluntary Consent from all 
participants (see Appendix B), including my colleagues and the research team.  
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Instrumentation 
I used three different instruments for recording information. First, I kept a field 
research notebook, which became the basis for a detailed description of each case. Each 
entry included the date of the event, the person or group involved, the setting in which the 
event took place, my observations, and my interpretation of what happened. Second, I 
used a tape recorder to record interviews. Third, I developed a semi-structured interview 
for focus groups (see Appendix C). While these questions formed the outline of each 
interview, the format’s flexibility allowed respondents to take the conversation in 
different ways.  
Data Collection and Analysis 
I mailed questionnaires to each focus group participant in the Cover Letters 
accompanying the questionnaires (see Appendix D) and gave instruction regarding 
completing and returning the questionnaires. I ensured confidentiality by instructing 
respondents to create a code based on three digits of their identification card number 
(ID). Their compliance with my instructions allowed me to track changes in specific 
individual responses while protecting participants’ identities.  
I recorded all key events, conversations, and decisions in the focus groups in a 
field research notebook, and I interpreted the data immediately after noting my 
observations during the group meeting. As the body of information grew, I organized 
data according to major themes that emerged and assigned codes to each category. I 
maintained participant confidentiality by assigning pseudonyms to the persons involved. 
Using a tape recorder, I recorded each interview. As in the field research notebook, I 
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noted the emergence of major recurring themes. Finally, I ensured confidentiality by 
assigning codes in the transcripts to each participant. 
Delimitations and Generalizability 
This study focused on leadership in the Mombasa Synod of the Methodist Church 
in Kenya. As a result, the scope of this study limited my results to one particular 
denomination in a certain period of its lifespan. Nonetheless, denominations with similar 
leadership challenges may be able to adapt some of the principles and bring them to bear 
in their own contexts.  
Ethical Considerations 
I paid careful attention to ethical considerations as I selected participants and 
facilitated their involvement in focus groups. I gave each participant full information 
regarding the purpose of this project and the ways I planned to use their respective 
contributions to my research process. I treated participants with honesty and respect, 
keeping them informed of group expectations and the topic of discussion, and I did not 
pressure any participant to speak if he or she wished not to share. Furthermore, I 
maintained confidentiality regarding all sensitive materials and information shared by 
individuals or in the group. Finally, I encouraged participants to keep confidential the 
material shared during group meetings, and I maintained the security of the anonymous 
data from the group.  
I protected my participants by instructing them to create a code based on the last 
three digits of their identification card number (ID#) to ensure confidentiality. The 
participants also signed a Covenant Agreement to maintain confidentiality regarding the 
information they heard or accessed during the research process (see Appendix E). In 
Kagwi 13 
 
addition, I explained to the group that all information heard within the research corridors 
must be confidential and never shared with another person. 
Theological Foundation 
I based my conception of transformational leadership on the biblical 
understanding that pastoral leaders serve as influencers and models for their 
congregations. Biblically, the life of a godly leader provides an appropriate example for 
others to emulate. Ken Blanchard and Phil Hodges write, “Anytime a person seeks to 
influence the thinking, behavior, or development of people toward accomplishing a goal 
in their personal or professional lives, he/she is taking on the role of a leader” (5). 
Furthermore, Blanchard and Hodges write about Jesus’ leadership style in relatable terms 
when they explain, “The good news is that there is a better way. There is one perfect 
leadership role model that you can trust, and his name is Jesus” (4). Not enough can ever 
be said about Jesus Christ as the supreme leader. Jesus strove to lead all people back to 
their Father in heaven and give them all the unlimited potential of eternal life and its 
blessings. Jesus said, “The thief comes only to steal and kill and destroy; I have come that 
they may have life, and have it to the full” (John 10:10). 
Jesus as a Model of Transformational Leadership 
Jesus Christ, founder of one of the major religions in the world—namely, 
Christianity (“Jesus Christ” 104), offers a model of transformational leadership. The 
Gospel writings show Jesus as committed to leading a group of transformed followers 
who followed him to learn the art of transforming communities of people (Matt. 4:18-22, 
9:9, Luke 5:1-11). As such, transformational leaders seek the same goal, to lead a group 
of transformed individuals who in turn will learn the art of transforming their 
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communities and the world. Jesus Christ’s main purpose of presence is to transform the 
world through transformed people. Jesus said to his followers, “Follow Me, and I will 
make you fishers of men” (Matt. 4:19). Jesus knew how to involve his disciples in the 
process of life. He gave them important and specific tasks for their development. Other 
leaders have sought to be so omnipotent that they have tried to do everything themselves, 
which produces little growth in others. Jesus trusts his followers enough to share his work 
with them so they can grow. 
Jesus as Team Builder 
According to the Gospel of John (3:16), God has a master plan for reaching and 
transforming a lost world. Jesus came to reclaim the world with the gospel (John 10:10). 
His plan was simple and profound. He took twelve ordinary men, gave those men three 
years of training through association by observing and obeying him and sent them out 
equipped with the Word, prayer, and the Holy Spirit to reproduce disciples. 
Jesus’ presence among his followers was integral to his transformational 
leadership. A leaders’ presence in a group/organization creates teachable moments, 
fosters relationships, and allows for targeted and personalized interactions. A concern of 
transformational leaders dwells on the whole person, attending to their followers’ needs 
for growth and achievement in ways that acknowledge and manage individual needs and 
desires. The practice becomes possible because the leader readily is available for two-
way dialogue. Natasha LeShawn Gadson writes, “Transformational leadership is a 
follower-focused way of leading that generates commitment and turns followers into 
leaders and moral agents” (1). Luke’s record of Jesus’ interactions with his disciples as 
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they journeyed to Jerusalem exemplifies how such practices characterized Jesus’ 
leadership (Luke 9:51-56). 
Jerry C. Wofford writes, “To truly see Jesus, we must listen to those who walked 
with Him. We must look through their eyes as they saw Him trudge across the Galilean 
hillsides, as He spoke to the crowd from a moored boat, as He cleared the temple of 
traders, and as He patiently answered questions” (21). These teachings speak to the level 
of leadership Jesus expects his disciples to provide for those persons they serve. Jesus’ 
example challenges leaders to move beyond simply providing effective leadership to a 
place of demonstrating transformational leadership. 
Disciples as Transformers  
  In the past two decades, the beliefs and practices of transforming Christian 
leadership have played a major function in the concepts of worldly scholars. Accordingly, 
says Wofford, “The term transforming leadership [original emphasis] was first 
introduced into secular literature by James MacGregor Burns in his Pulitzer prize-
winning book, Leadership” (19). Burns describes transforming leaders as those pastors 
who change the minds and spirits of followers so they exert great effort to accomplish the 
visions the leaders communicate; in this fashion, they motivate their disciples to buy into 
set visions for their organizations and work to achieve those visions. Followers do not 
sell their effort to their leaders. Instead, they buy into and express a commitment to the 
shared vision (19). Transformational leaders, in other words, offer followers more than 
merely working for self-gain; instead, they provide followers with an inspiring mission 
and vision and give them an identity.  
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Accordingly, transactional leaders and followers have different goals in mind. 
While the leader’s goal focuses on program success, the follower’s goal focuses on 
receiving a pay raise. In contrast, because they share a common vision, followers of 
transforming leaders sustain work beyond normal expectations without promise of 
rewards (Burns 13-14). Furthermore, a team achieves unity because the group joins for a 
common purpose.  
Jesus as Visionary 
G. A. Yukl’s defines vision as “an image of what can be achieved, why it is 
worthwhile, and how it can be done” (qtd. in Thomas 4). No individual better exemplifies 
such vision than Jesus of Nazareth. Visionary leadership is based upon envisioning the 
future, committing to that future, and working together with others to create it. Rather 
than power, visionary leadership results from the influence that comes from acting as an 
example of values, congruence, and integrity.  
When Jesus gave the Apostles his new commandment, he acted as a visionary 
leader. Thomas writes, “A clearly articulated vision is a necessity to manage 
organizational change, and is a key component of transformational as well as charismatic 
leadership” (4). Rev. Nancy Ross says, “Without vision, programs are launched only to 
fail and to fall. Without a vision from the Lord, the people perish! There is power in 
having a clear vision” (see Prov. 29:1).  
Vision—Vital for Growth of Organization 
A transformational leader must have a vision. Nelson Mandela had a vision of a 
South Africa in which all persons could live harmoniously without apartheid. Lech 
Walesa had a vision of Poland in which workers and common people lead themselves. 
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Susan B. Anthony had a vision of a United States in which women could be recognized 
and have the right to vote (Axner). As a result, for transformational leaders vision is 
necessary in order to focus on where the organization wants to go and how to get there.  
As an effective transformational leader, Jesus taught his disciples to have their 
own vision in order to continue with his mission of transforming the world. By so doing, 
he used everyday objects such as salt and light to remind the disciples to provide 
sustenance and success in the world (Matt. 5:13-14, NIV).  
Jesus’ Love and Kindness 
Tim Collins, a career soldier says “to lead effectively, you have to love people” 
(qtd. in Dourado). He goes on to define love as, “knowing and caring about what 
motivates people and what is important to them, and helping them fulfill those aspirations 
at work. This, he says, is a foundation of leadership” (qtd. in Dourado). Jesus understood 
love and compassion as the means by which Christianity would spread across the world, 
and that God’s mercy and forgiveness was endless and eternal.  
K. Patterson declares, “This love is shown by leaders who consider each person as 
a total-person-one with needs, wants and desires” (qtd. in Earnhardt 15). He continues, 
“Agapao love in practice in an organization involves the leader gaining influence through 
service of the employee (Russell & Stone, 2002) and placing the importance of the 
employee over the organization” (qtd. in Earnhardt 15). 
You willll never be a great leader without being loving and compassionate: “It is 
love for those you lead that allows for right thinking, proper perspective, and pure 
motivations. A leader whose focus is on serving others will find it difficult to wander off 
course” (Myatt). Jesus said to his followers, “This is my commandment, that you love 
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one another as I have loved you” (John 15:12). In 1 John 4:7-12, the biblical writers 
instruct Christians to love each other because love comes from God.  
Revolutionary Jesus 
Jesus had compassion for the poor, oppressed, and downtrodden. He preached 
against the exploitation of people. Hendricks says, “He was crucified for speaking against 
the authorities.... He was fighting against the way they exploited the people” (“Dr. Obery 
Hendricks”). Furthermore, Hendricks states, “[Jesus was] revolutionary in the sense that 
he worked to make a very radical upheaval in society” (“Dr. Obery Hendricks”). 
Jesus’ revolutionary message is very clear as he read it in the synagogue in 
Nazareth: 
“The Spirit of the Lord is on me, because he has anointed me to proclaim 
good news to the poor. He has sent me to proclaim freedom for the 
prisoners and recovery of sight for the blind, to set the oppressed free, to 
proclaim the year of the Lord’s favor.”  
Then he rolled up the scroll, gave it back to the attendant and sat 
down. The eyes of everyone in the synagogue were fastened on him. He 
began by saying to them, “Today this scripture is fulfilled in your 
hearing.” (Luke 4: 18-21) 
 
The message shows Jesus not as a mild-mannered teacher of moral values, but instead as 
a spiritual revolutionary (Phil. 2:8-11), the anointed one chosen of God as the ultimate 
liberator of humankind. Jesus came to over-turn the tables of injustice, racial hatred, and 
oppression—the oppression of humanity by the adversary and the oppression of humanity 
by humans. Jesus declared, “The thief comes only to steal and kill and destroy; I have 
come that they may have life, and have it to the full” (John 10:10). 
Conclusion 
Jesus Christ offers an excellent, lasting example of transformational leadership. 
His life presents realistic insight into transformational leadership. He had a vision, and he 
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knew how to pass that vision on to his followers. A powerful leader, Jesus knew how to 
serve others in that power; as an innovator, he created new forms to fit new realities.  
Although most of his earthly ministry took place among the Jews, Jesus’ teaching 
and activities clearly provide a foundation for a global vision and mindset. He gives 
Christians groundwork for assessing and using their talents to extend their global 
potential. He was a spiritual leader who valued the elusive dimensions of an organization. 
Jesus was a teacher who knew how to unfold the potential of his students. Most 
importantly, Jesus combined all of these attributes into a life of transformational 
leadership with a global impact. Christianity survives today because Jesus taught 
Christians to be not only messengers, but also leaders in the faith. The gospel began with 
Jesus, and it continues with each Christian as he or she witnesses. 
Overview 
Chapter 2 reviews literature associated with the theory and practice of 
transformational leadership, the theory and practice of pastoral transformational 
leadership, spiritual formation, and the theology of transformational leadership and 
servant-leadership. Chapter 3 includes discussion and explanation for the research 
methods, design of the study, research questions, population and sample, instrumentation, 
data collection, variables, and data analysis. In Chapter 4, I detail the findings of the 
study. Chapter 5 provides a summary of the conclusions I reached from my interpretation 
of the data, as well as practical applications of the conclusions and further study 
possibilities. 
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CHAPTER 2 
LITERATURE 
Introduction 
This chapter reviews the research and literature regarding leadership styles, 
specifically the transformational leadership style. I then applied this analysis to the 
effectiveness of pastoral transformational leadership in the context of Christian ministry 
leading change in social transformation. As Jesus commanded, the church has a role in 
redeeming a decaying society like Kenya. The church, as a spiritual community traveling 
the same journey as all of humanity and sharing the same earthly lot with the world, 
should be the salt and light as the master commanded and represent the soul of human 
society in its renewal by Christ and transformation into the family of God. 
The Contextual Background of Kenya 
The country of republic of Kenya lies in East Africa along the Indian Ocean at the 
equator bordered by Ethiopia (north), Somalia (northeast), Tanzania (south), Uganda plus 
Lake Victoria (west), and Sudan (northwest). The population of Kenya has grown rapidly 
in recent decades to nearly 38 million. According to the Encyclopedia Britannica, Kenya 
accommodates numerous wildlife reserves with thousands of animal species (“East 
Africa”). 
A Provincial Commissioner (centrally appointed by the president) heads each of 
the eight provinces in Kenya. The provinces (mkoa singular, mikoa plural in Swahili) 
subdivide into districts (wilaya). The Kenyan population census of 1999 recorded sixty-
nine districts in Kenya. Districts then subdivide into 497 divisions (taarafa). The 
divisions then subdivide into 2,427 locations (mtaa) and then 6,612 sublocations (mtaa 
Kagwi 21 
 
mdogo) (Kenya Population Census 1999).The city of Nairobi enjoys the status of a full 
administrative province. The government supervises administration of districts and 
provinces.  
Local authorities in Kenya practice local governance. Many urban centers host 
city, municipal, or town councils. Local authorities in rural areas are known as county 
councils. Local councilors are elected by civic elections held alongside general elections. 
Constituencies are electoral subdivisions. Kenya has 210 constituencies.  
A Brief History of the Kenyan Conflict 
The history of postelection conflict in Kenya has connections with the colonial 
rule of the British Empire. In an interview conducted by Teknerd concerning the source 
of conflict in Kenya, Sylvia Kangara, a lawyer in Nairobi, says, “Kenya was colonized by 
the British from 1899-1963. The British first settlements were in the Rift Valley and 
central Kenya, inhabited primarily by the Kikuyu.” Kenya was colonized by the British 
from 1899-1963. The British took land from the Kikuyu people and moved them to Rift 
Valley. Because the Kikuyu tribe was an agrarian community, the colonial settlers 
employed them in their farms, thereby beginning the occupation and dispersion of 
Kikuyu tribe throughout the country and particularly in Rift Valley province (Kariuki 
10).  
According to some materials from the US Department of State, the British system 
relied heavily on the Kikuyu people, an agrarian community, to supply labor to white 
settlers in Rift Valley. The Kikuyu tribe led the struggle for independence, including the 
Mau Mau movement; thus, power transferred from the British mainly to Kikuyu elite 
(Kariuki 15-16). As Kenya approached independence in 1963, the Kikuyu tribe, the Luo 
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tribe, and the Kalenjin tribe agreed to a unitary government in order to keep the country 
together, thereby minimizing the prominence of ethnicity and building a national identity. 
According to the article “The Kikuyu Future,” since Kenya obtained independence from 
the British, the question of the Kikuyu tribe’s dominance always has been at the forefront 
of Kenyan politics. 
Presidents of the Republic of Kenya  
According to the article “Kenya Timeline,” the following people served as 
presidents of Kenya since its independence (see Table 2.1). Mzee Jomo Kenyatta 
(Kikuyu by tribe) died while in office in 1978 succeeded by then Vice President Daniel 
arap Moi (Kalejin). However, a potential candidate to succeeded Kenyatta, Tom Mboya 
(Luo), got assassinated in 1969. Under Moi, one party system ruled Kenya from 1982-
1992 general multi-party election. In 2001, just one year ahead of general elections of 
2002, Moi brought Uhuru Kenyatta, a son of Jomo Kenyatta, into the parliament as a 
potential successor. The opposition candidate, Mwai Kibaki, won a landslide victory, 
ending forty years of KANU rule.  
 
Table 2.1. Kenya’s Presidents and Terms 
Dates of Service President 
12 Dec. 1964-21 Aug. 1978 Jomo Kenyatta 
22 Aug. 1978-29 Dec. 2002 Daniel arap Moi 
30 Dec. 2002-present Mwai Kibaki 
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Overview of PEV of 1992, 1997, and 2007-08 
According to talking points written by Patrick J. Nugent, Kenya has about fifty 
ethnic groups scattered all over the country. During the PEV of 1992 and 1997, the 
Kikuyu tribe and the Kalejin tribe were the primary participants because of occupation of 
the Kikuyu tribe in Rift Valley. The current conflict (2007-08) involves the Kikuyu tribe 
(Mwai Kibaki’s community), the Luo tribe (opposition leader Raila Odinga’s group), the 
Kalenjin tribe (the group of former president Daniel arap Moi, who left office peacefully 
in 2002), and the Luhya tribe mainly because of the disputed general election of 2007 (1-
2). 
Understanding the PEV of 1992 and 1997, analysis of Kenya’s diverse ethnic 
makeup, as well as a brief history from colonization through modern times, makes us 
appreciate the history. As Figure 2.1 shows, the Kikuyu tribe holds the majority in Kenya 
with 22 percent of the population. The Kalejin tribe, which has been victimizing the 
Kikuyu because of land, represents only 12 percent of the total Kenyan population. 
Nugent writes, “It is an oversimplification to say that the ethnic violence has been one 
tribe victimizing another.” Ethnicity and hate cannot reconcile and heal a social-political 
dispute without spiritual transformation.” 
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Source: Murphy. 
 
Figure 2.1. Kenya’s different ethnic groups 1998.  
 
Although the major problem in Kenya arose from the long outstanding dispute 
regarding land in Rift Valley province between the Kikuyu and Kalejin tribes, other tribes 
also experienced social-political and economic wars, particularly the pastoralists who 
invaded neighboring tribes to steal cattle. However, the magnitude of the PEV violence 
among the Kalenjin and Kikuyu tribes did not compare with cattle rustling in Rift Valley. 
Craig Murphy writes, “Traditionally, Kalenjin and Masai are pastoralists while Kikuyu, 
Luo, and Luhya are agriculturalists. These lifestyles play a role in the ethnic tension 
among these groups” (2). Though the situation in Kenya, unfortunately, saddens, and 
disappoints, Kenyans need be encouraged to work hard to make the country safer, more 
prosperous, more democratic, and more peaceful.  
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Key Events Contributing to the Violence 
Table 1.1 gives a historical overview of timeline and key players in Kenya’s 2007 
election that contributed to the PEV in the 1990s and 2007-08 general elections.  
 
Table 2.2. Timeline and Key Players in Kenya’s 2007 Election 
Date Event 
1939 MT*—British forces take some Kikuyu land in the Central Province, some Kikuyu people resettle in the Rift Valley 
1952-57 Kikuyu militia opposes British authorities in “Mau Mau” crisis 
1952 Jomo Kenyatta imprisoned 
1956 MT*—Last Mau Mau leader, Dedan Kimathi, hanged 
1960 KANU party formed. Elects Kenyatta as leader. Kikuyu, Luo, Kamba alliance. 
1963 MG*—First multi-party election. Kenyatta elected Prime Minister 
1964 MG*—Kenya becomes a republic and gains independence from Britain 
 MG*—Kenyatta becomes president  
1978 MT*—Kenyatta dies, Daniel Moi assumes presidency 
 MG*—Moi elected president 
1982 Amendment to constitution makes Kenya a one party system–Article 2A: KANU becomes ruling party 
1991 Repeal of Article 2A makes Kenya a multiparty country 
1992 MT*—First multiparty elections since 1963, Moi re-elected amid evidence of rigging and violence 
1997 MT*—Second multiparty elections, widespread fraud and violence—Moi re-elected  
 Nonviolent, civil disobedient protests yield pressure to change the constitution 
2002 MG*—KANU loses election. Kibaki wins with landslide victory 
 MT*—Kibaki balks at power sharing in the cabinet 
2003 MT*—Kibaki expels Kalenjins from Mau Forest 
2005 The constitution proposed by Kibaki rejected 
27 Dec. 2007 Kenya’s general election 
30 Dec. 2007 Electoral Commission of Kenya announces Kibaki re-election victory 
3 Jan. 2008 MT*—Peak of PEV 
22 Jan. 2008 Kofi Annan arrives in Nairobi after African Union-led mediation fails 
28. Feb. 2008 MG*—Resolution reached, with power sharing by creating a Prime Minister’s position 
Key: MT* = Major Trauma; MG* = Major Glory 
Source: Roberts. 
Kagwi 26 
 
Weak National Constitution 
Kenya’s weak constitution weakened the healthy system of checks and balances 
among the executive, legislative, and judicial branches of government (Amollo 1). Over a 
span of three decades, amendments to the constitution systematically weakened these 
balances in favor of strengthening presidential powers. Asserting that authority and 
power are not synonymous, Lee Roy Beach writes, “Authority comes with the job and 
often includes power, but power sometimes exists outside the organizations’ formal 
structure” (18). Due to the added amendments to the constitution by the state, the 
constitution became, in effect, powerless in favor of a Presidential dictatorship.  
However, though the PEV germinated from the weak constitution, the disputed 
presidential election of 2007 triggered an explosion of violence whose magnitude has 
never been seen in the history of Kenya (Roberts 2). 
Disputed 2007 General Election 
 When the National Rainbow Coalition (NARC) party, mainly led by Mwai Kibaki 
(current president) and Raila Odinga (current prime minister) defeated Kanu in the 2002 
general election , a problem of power sharing and agreement emerged, and Raila 
Odinga’s group, who felt cheated, formed their own political party, the Orange 
Democratic Party (ODM). The ODM party was largely composed of a tribal alliance 
between the Kalenjin, the Luhyas, and the Luos. President Mwai Kibaki and a few 
leaders from other tribes, the majority being the Kikuyu, formed the Party of National 
Unity (PNU). 
The Kikuyus, Luos, and Kalenjins, as mentioned above, represent the three main 
tribes involved in the 2007 PEV. The Kalejin, with longstanding land disputes with 
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Kikuyu, which caused the clashes of 1992 and 1997, joined hands with the Luo, who had 
disputes with the Kikuyu rigging the election of 2007. John O. Oucho discusses the 
violent elections: 
The one legacy of the Moi regime is the creation of violent elections 
environment. In Kenya, elections are a question of life and death, contests 
in which spilling of innocent blood and killing of unarmed civilians have 
become the norm—indeed, occasions when opponents are actually 
enemies willing to go full throttle to cause mayhem. (16) 
 
In reality, ethnicity and regionalism occupies African leadership more than national 
development. According to M. Mutua’s observation, “most African political parties are 
not communities of political ideology or philosophy; rather they are vehicles of ethnic 
natives” (22). For peace, reconciliation, and cohesive living to prevail, manifestation of 
ethnicity in political parties in Kenya must be addressed. 
The illustration in Figure 2.2 shows the political scenario of the government of 
Kenya after 2007. The diagram shows how the tribes and parties surrounded themselves 
in the coalition government with PNU and ODM as the main coalition partners. 
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Figure 2.2. Stakeholders map. 
 
Conflict Tree 
The conflict tree in Figure 1.3 summarizes the post-election Kenyan conflict seen 
in 2007. A culture of corruption rooted in a weak constitution exists at the center of the 
Kenyan political conflict. Over time, this corruption yielded an imbalance of power to the 
executive branch of government through dozens of amendments resulting in ethnic 
injustices involving tribes, land, and youth without legal recourse due to a weak 
constitution (Cussac 64). Arguably, the most significant weakening of the judicial branch 
came during the Moi era when he ended judicial tenure by firing the judges who 
challenged his policies.  
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Figure 2.3. Conflict tree. 
 
Roberts sees the Kenyan conflict as influenced by other national and social 
problems rather than ethnicity. The economy, job opportunities, and inequality in 
distribution of resources, in particular, can cause upheaval in a poor country like Kenya, 
which can lead in major destruction of infrastructure. The change of the constitution, no 
matter how good, requires spiritually transformed leaders. 
Finally, PEV resulting from the abnormalities seen in the 2007 election in Kenya 
involved many facets of society, including youth with little opportunity for employment. 
Despite Kibaki’s 2002-election promise of job creation, young people continued 
searching for jobs without success. “Barred from peaceful protesting in public, many 
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youth, especially from the Luo tribe and the Kalejin tribe, reacted violently after the 
announcement of Kibaki’s questionable victory” (Cussac 62). Another instance of PEV 
occurred when Kalenjin tribesmen reacted violently against their Kikuyu neighbors due 
to longstanding land disputes. Richard R. Marcus observes, “Even if Raila Odinga had 
won the election rather than Kibaki, without changing the Kenyan constitution to hold the 
executive powers more accountable through a balanced system, Kenya likely would have 
seen similar results.” Indeed, the abuse of executive power, especially as related to jobs 
and land distribution, which stemmed from a weak national constitution, contributed 
greatly to both aforementioned expressions of structural violence.  
 Accordingly, the way forward for Kenya included not only a new constitution, but 
also job skill education and microloan programs for youth; peace-building education 
within women’s organizations, churches, schools; and legal and information services to 
aid in settling land disputes (Cussac 63; Oucho 14). 
Theology of Violence 
At the heart of the Christian message, “Glory to God in the highest heaven, and 
on earth peace to those on whom his favor rests” (Luke 2:14). And as the authorities 
killed him on the cross, Jesus proclaimed, “Father, forgive them, for they do not know 
what they are doing” (Luke 23:34). In spite of this injunction to concord and 
reconciliation, a growing number of theologians and churchmen are willing to endorse 
violence and even revolution as a means of achieving social justice. Most African 
theologians adhere to liberation theology.  
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   Liberation theology, however, emerged not as a tool to enhance violence, but as a 
way of seeking justice for the poor and oppressed through the means of nonviolence. 
Phillip Berryman describes liberation theology as follows: 
As an initial description, we may say that liberation theology is:  
1. An interpretation of Christian faith out of the suffering, struggle, and 
hope of the poor. 
2. A critique of society and the ideologies sustaining it 
3. A critique of the activity of the church and of Christians from the angle 
of the poor. (5-6)  
 
Liberation theology brings about social transformation through a new awakening of love, 
peace, and justice. 
Bishop Desmond Tutu a leader, who fought apartheid in South Africa, did not 
believe in using violence as a means of defeating evil. An article “Top Quotes of 1989” 
quotes Tutu by saying, “Stability and peace in our land will not come from the barrel of a 
gun, because peace without justice is an impossibility.” The goal of justice is to fight evil 
with all of its power like Jesus did and transforms that evil for the good of all people.  
Jesus’ nonviolence leadership exemplifies servant-hood ministry. In teaching 
against violence, Jesus cautioned his disciples, “But I tell you, do not resist an evil 
person. If anyone slaps you on the right cheek, turn to them the other cheek also” (Matt. 
5:39). Jesus’ method of fighting evil does not require fleeing in order to avoid evil; 
instead, Jesus requires facing and overcoming evil.  
Martin Luther King, Jr. saw liberation theology as a means of seeking 
reconciliation as mentioned in “Quoting Martin Luther, Jr.” He proclaimed, “The method 
of nonviolence seeks not to humiliate and not to defeat the oppressor, but it seeks to win 
his friendship and his understanding” Liberation theology explores the gospel as a tool to 
rescue the poor and challenges Christians to act for justice on behalf of the poor and 
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oppressed. Gustavo Gutierrez writes, “Behind liberation theology there is a spiritual 
experience of a liberating God, the experience of innocent suffering, the experience of the 
hope of the poor” (2). From the literature, liberation theology seems a vital tool that 
encourages healing through confession, forgiveness, and reconciliation, yielding to social 
transformation.  
The Role of the Church in Spiritual Transformation 
Spiritual transformation leadership empowers the Christian to transform the 
world, for the betterment of human life in harmony with environment. Spiritual 
transformational leadership, therefore, centers the Christian ministry. From the time the 
Spirit of God descended upon the believers in Jerusalem, God continues to transform the 
souls of individual believers within the context of local Christian communities.  
The Apostle Paul cautions Christian leaders saying, “Do not conform any longer 
to the pattern of this world, but be transformed by the renewing of your mind. Then you 
will be able to test and approve what God’s will is—his good, pleasing and perfect will” 
(Rom. 12:2). Spiritual transformation transforms followers to be like Christ—forgiving, 
loving, merciful, and serving other people. Spiritual transformation, empowered by the 
Grace of God, through the gospel and the power of the Holy Spirit, can change a whole 
country like Kenya into a loving and caring nation. When people are truly spiritually 
transformed, they will be able to bring about peace, justice, and reconciliation.  
Christianity dominates Kenyan population with 45 percent Protestant and 35 
percent Roman Catholic (Maupeu 208). This vast majority means that the Church can 
play a key role in spiritual transformation of the Kenyan society. Christian leaders can 
influence social and political leadership by living as an example. Myron Rush writes, 
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“While politicians hold leading positions in government, possessing a leadership role 
alone does not promise effective leadership capabilities” (19). Great transformational 
leadership comes into effect when a leader sends out the next generation of leaders to 
meet the challenges with all the wisdom, knowledge, and spiritual resources the leader 
can provide. As a result, transformational pastoral leadership can prove one of the most 
effective tools to bring about change in Kenya. Stephen R. Covey writes, “Where there is 
no gardener, there is no garden” (77). As a result, the Church should observe and obey 
the wisdom of Jesus Christ:  
You are the salt of the earth; but if the salt has lost its taste, how shall its 
saltiness be restored?... You are the light of the world. A city set on a hill 
cannot be hid.... Let your light so shine before men, that they may see your 
good works and give glory to your Father who is in heaven. (Matt. 5: 13-
16) 
 
The Christian who lives according to Jesus’ teaching will influence the world as salt and 
light. Human behavior influences other people to do good or evil things. 
Charismatic Leadership 
Transformational charismatic leadership empowers the leader to move from one 
point to another. A charismatic leader focuses on the growth and development of other 
people and organization. Sociologist Max Weber defines charismatic leadership very well 
as, “resting on devotion to the exceptional sanctity, heroism, or exemplary character of an 
individual person, and of the normative patterns or order revealed or ordained by him” 
(15). Though difficult to define, the power of charisma moves followers and influences 
followers to achieve a desired goal. In his article, John C. Maxwell defines charisma as 
“the ability to inspire enthusiasm, interest, or affection in others by means of personal 
charm or influence.” Charisma is an essential trait that any transformational leader should 
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acquire in order to influence people in the desired direction. . Jesus inspired people as he 
called people to follow him. With enthusiasm, he called, “Come to me, all you who are 
weary and burdened, and I will give you rest” (Matt. 11:28). 
Transformational Leadership as the Way Forward for Kenya 
To understand the components of transformational leadership in changing times 
and changing culture, this chapter includes theoretical literature that makes a case for a 
different culture in the Mombasa synod and in Kenya in general, usually considered a 
Christian country. This background demonstrates transformational leadership as 
possessing great value in changing times, solving crisis, and bringing harmonious living 
among all tribes in Kenya.  
Transformational leadership changes the leader, as well as the followers, thereby 
creating synergy for the growth and benefit of the entire country. Jesus said, “A student is 
not above the teacher, but everyone who is fully trained will be like their teacher” (Luke 
6:40). If leaders are truly transformed, followers will seek to become even better 
transformers.  
Before I evaluated the benefits of transformational leadership, I looked into two 
other important leadership styles in brief (e.g., charismatic and transactional leadership). 
Transformational and Transactional  
Transforming leadership, as in contrast to the transactional leadership, creates a 
better base for moving people forward. Kenya yearns for this type of leadership because 
it focuses on vision creating and bringing people together to realize their God-given 
dignity and potential in harmony with environment and responsible freedom, peace, and 
justice. Burns describes transformational leadership:  
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Such leadership occurs when one or more persons engage with others in 
such a way that leaders and followers raise one another to higher levels of 
motivation and morality. Their purposes, which might have started out as 
separate but related, as in the case of transactional leadership, become 
fused. Power bases are linked not as counterweights but as mutual support 
for common purpose. (20)  
 
Due to the fact that transformational leaders love, care, and forgive, they uplift the 
followers self-esteem making them work even harder, and in the process, they become 
more united creating a harmonious living in their community.  
Mzee Jomo Kenyatta and Nelson Mandela are two known examples of 
transformational leaders in Africa who suffered years to redeem their people from 
colonial rule. After the struggle for independence, both Mandela and Kenyatta asked their 
people to forgive each other and forge ahead with the development of their countries. In 
so doing, they serve to not only transform peoples’ way of thinking, but also to bring 
their people closer to achieving their needs and wants.  
In contrast, transactional leadership focuses mainly on rewards or punishments in 
exchange for performance. Transactional leadership induces workers to perform.  
Burns writes of these characteristics of transactional leadership:  
Such leadership occurs when one person takes the initiative in making 
contact with others for the purpose of an exchange of valued things. The 
exchange could be economic or political or psychological in nature: a 
swap of goods or of one good for money; a trading of votes between 
candidate and citizen or between legislators; hospitality to another person 
in exchange for willingness to listen to one’s troubles. Each party to the 
bargain recognizes the other as a person. (19-20) 
 
In essence, transactional leadership motivates workers by giving them tokens, such us 
money or promotion. Workers work hard, not for goals, vision, and values of 
organization, but for rewards. Nevertheless, by giving gifts and rewards to workers, 
transactional leadership has the capability to push up production. However, beyond 
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inducement, the relationship among workers and organization goes down. The workers 
and leaders of the organization have no enduring purpose that holds them together; hence, 
they may go their separate ways.  
Burns begins to differentiate the practice of using external uses of power and 
incentives, and internal fountains of commitment and development. In many ways, he 
differentiates the science of management from the art of leadership, and he makes a 
compelling argument that the two are not the same.  
Transformational Leadership Theory 
Many writers have written several definitions on transformational leadership. In 
his article, Iain Hay quotes many writers, such as P. L. Cox, Downton, K. Barnett, J. 
McCormick, and R. Conners, who argue how transformational leadership works better 
than transactional leadership. One of the writers that Hay cites, Cox, sees leadership 
divided into two categories, “transformational and transactional, with Downton making 
the distinction. However, Hay sees Burns as the one who elaborated on leadership, 
particularly on transformational leadership. 
Iain Hay cites Cox’s definition of transactional and transformational leadership as 
“basic categories of leadership.” According to Hay, Cox contrasts transactional and 
transformational leadership, but Burns further expounds on the subject. In his work, 
Burns sees transactional leaders as inducers who reward workers for their effort and 
loyalty. He also sees transactional leadership as involved in “a traditional managerial 
process where rules and standards are used to guide leader behavior” (28). Burns sees 
transformational leaders as motivators of workers who encourage their followers by 
focusing on the value of goals rather than rewards (28). Matthew Earnhardt says, 
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“Transformational leadership, as opposed to the transactional leadership, forms the 
foundation of recent study on leadership” (qtd. in Burns 2). Kendra Cherry cites Burns on 
the subject of transformational leadership saying, “leaders and followers make each other 
to advance to a higher level of morale and motivation.” Transformational leadership, 
therefore, works well for a country like Kenya, whose citizens are struggling to thrive.  
Bass, however, as cited by Hay, observes that though transactional leadership 
differs from transformational leadership, both characters are useful for effective 
leadership (755). David J. Cooper cites Bird as supporting the idea of combining the 
process of transaction leadership and transformational leadership (30). However, Burns 
says, “Clearly the leader who commands compelling causes has an extraordinary 
potential influence over followers” (34). After reading Burns, Bass, Hay, Cooper, Mark 
A. Homrig, and other writers, my view sees transformational leadership as servant 
leadership, centered on people, and focused on future rather than day-to-day 
management. 
Definition of Transformational Leadership 
Definitions of leadership cite a variety of viewpoints and interests, which all focus 
on improvement of individuals and organizations:  
Transformational leadership is a type of leadership style that leads to 
positive changes in those who follow. Transformational leaders are 
generally energetic, enthusiastic and passionate. Not only are these leaders 
concerned and involved in the process; they are also focused on helping 
every member of the group succeed as well. (Cherry) 
 
Transformational leadership puts emphasis on the effects that leaders can have on their 
followers for their own good and organizational growth. In his article, Hay cites Black 
and Porter’s definition of transformational leadership as “leadership that motivates 
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followers to ignore self-interests and work for the larger good of the organization to 
achieve significant accomplishments; emphasis is on articulating a vision that will 
convince subordinates to make major changes.” Transformational leaders are people-
centered and use their charismatic power to influence their followers toward the desired 
goals:  
Transformational leadership evaluates the human potential of each team 
member, ensures that they are in a position to deliver excellence, removes 
all traces of blame in the culture, and works actively on listening to, and 
inspiring, the individuals deployed to deliver results. (Anderson) 
 
Transformational leadership recognizes peoples’ talents and abilities and taps them for 
growth of organization and improvement of the worker. Hay cited Bass as having 
“developed the concept of transformational leadership to include charisma, inspiration, 
individualized consideration, and intellectual stimulation.” Terrie Anderson comments on 
the effectiveness of transformational leadership:  
The Transformational Leader uses social networking effectively to create 
a direct link to all employees, and has systems in place that ensure the 
abilities of the most expensive assets—people—are fully utilized in a way 
that gives individual satisfaction to the person, and value to the 
organization. Everyone in this type of organization is active, busy and 
knows exactly what they are required to deliver and when. This minimizes 
frustration, and increases employee satisfaction and loyalty. 
 
Charisma moves and motivates works. Charisma uplifts the hearts of workers making 
them work even harder. According to Hay, Harrison M. Trice and Janice M. Beyer 
observe, “Charisma is characteristic of founders of organizations; whereas, 
transformational leaders are organizational members who wish to change existing 
organizations.” Transformational leadership always looks ahead exploring better 
opportunities for the benefit of the organization. 
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The charisma of transformational leaders makes work enjoyable; thus, pushing 
production upwards, not by coercion or promises of gifts, but by inspiration and 
motivation of workers. Noel M. Tichy and Mary Anne Devanna describe 
transformational leaders’ characteristics: 
1. They identify themselves as change agents. 
2. They are courageous. 
3. They believe in people. 
4. They are value driven. 
5. They are lifelong learners. 
6. They have the ability to deal with complexity, ambiguity, and uncertainty. 
7. They are visionaries (271-80).  
The care and love offered by the transformational leaders encourages followers and 
workers to work harder for the good of the organization. 
Transformational Leadership Fostering Capacity Development 
Transformational leadership influences and touches the heart of people. When 
senior leaders are transformed, the lower cadre becomes more influential and effective. 
“Thus,” Bass observes, “if more higher-ups are transformational, more lower-level 
employees will emulate transformational behavior—and will be likely to act as 
transformational leaders as they rise in the organization” (26). For the organization to 
thrive, Bass adds, “the firm needs to have the flexibility to forecast and meet new 
demands and changes as they occur—and only transformational leadership can enable the 
firm to do so” (31). Transformational leadership cares, encourages, and improves the 
organizational workforce:  
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Transformational leaders show individualized consideration by paying 
attention to the particular development needs of each of their employees. 
Employees’ jobs are designed with those needs in mind, as well as the 
needs of the organization. (30)  
 
Transformational leadership empowers workers who make the organization grow, not 
only for profit, but also for the capacity building of workers and surrounding 
communities. 
Transformational leadership, as mentioned earlier, moves organization or country 
toward change from the old things to the new. However, several components are needed 
to facilitate change. Nearly all writers of transformational leadership cite various traits as 
valuable components of transformational leadership. Hay compares the lists of other 
authors to those of Kenneth Leithwood (see Table 2.3). 
 
Table 2.3. Dimensions of Transformational Leadership 
The Four Common Dimensions Leithwood’s Six Dimensions 
1. Idealized influence: Charismatic vision and 
behavior that inspires others to follow 
2. Inspirational motivation: Capacity to 
motivate others to commit to the vision 
3. Intellectual stimulation: Encouraging 
innovation and creativity 
4. Individualized consideration: Coaching to 
the specific needs of followers 
1. Building vision and goals 
2. Providing intellectual stimulation 
3. Offering individualized support 
4. Symbolizing professional practices and 
values 
5. Demonstrating high performance 
expectations 
6. Developing structures to foster 
participation in decisions  
 
Source: Hay. 
 
Transformational leaders have a capacity to make an organization productive. 
John J. Sosik and John C. Cameron state, “Character, or inherent moral beliefs, 
intentions, and predispositions, is often considered to be a foundational element of 
outstanding leadership according to numerous theories of leadership and positive 
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psychology” (4). For a transformational leader to have impact on followers, the character 
of the leader must be beyond reproach. Hay summarizes characteristics of a 
transformational leader in Table 2.4.  
 
Table 2.4. Characteristics of Transformational Leaders 
• express simply a clear sense of purpose 
(e.g., through metaphors, anecdotes) 
• are value driven (e.g., have core values and 
congruent behavior) 
• serve as a strong role model 
• have high expectations  
• are persistent 
• possess self-knowledge 
• desire perpetual learning 
• love work 
• are enthusiastic 
• attract and inspire others 
• are strategic  
• are emotionally mature 
• are courageous 
• take risks 
• share risks 
• are visionary 
• will not believe in failure 
• possess a sense of public need.  
• are considerate of the personal needs 
of employees 
• listen to all viewpoints to develop 
spirit of cooperation 
• mentor others 
• deal well with complexity, 
uncertainty, and ambiguity 
• communicate effectively 
Source: Hay. 
 
 
Workers easily recognize the behaviors of their leaders. Subordinate workers, 
especially know their boss and his or her character. James M. Kouzes and Barry Z. 
Posner found that people admire leaders who are honest, forward-looking, inspiring, and 
competent” (30). The character of transformational leaders empowers the workers who 
then emulate their leader’s character and personality.  
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Transformational Leadership Brings Justice to People 
The essence of transformational leadership improves worker’s lives and 
performance and brings about positive changes in organizations and communities. 
Leaders who are looking for a leadership style to stimulate positive influence on 
individuals and society should adopt paradigms such as transformational leadership.  
Justice and freedom lies in all human beings having equal treatment and access to 
the law. “In the broadest sense,” says Dan E. Beauchamp, “justice means that each 
person in society ought to receive his due and that the burdens and benefits of society 
should be fairly and equitably distributed” (102). The rights of Kenyan citizens should 
be guarded by the constitution and nobody should be discriminated against because of 
tribe, race, or religion. The constitution should give all Kenyans equal opportunity in 
employment and health care programs, as well as provide essential services, such as 
water, electricity, and good roads without discrimination. 
Transformational leaders love to see their followers happy and growing to higher 
levels of development. On the improvement of people’s lives, Karl Marx says, “History 
calls those men the greatest who have ennobled themselves by working for the common 
good; experience acclaims as happiest the man who has made the greatest number of 
people happy” (“130 Karl Marx Quotes”). Transformational leaders are fulfilled when 
other people are happy, because they sacrifice their lives for others to thrive. 
Transformational Leadership versus Spiritual Transformation 
Transformational leadership, as I mentioned earlier, focuses on the development 
and growth of workers and the organization, without necessarily becoming spiritual. 
However, to make transformational leadership spiritual, the consciousness, moral 
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character, and faith of a leader need to be addressed and developed. Louis W. Fry, Melissa 
Nisiewicz, Steve Vitucci, and Marie Cedillo explain spiritual leadership theory: 
Spiritual leadership theory (SLT) offers promise as a springboard for a 
new paradigm for leadership theory, research, and practice given that it (1) 
incorporates and extends transformational and charismatic theories as well 
as ethics- and values-based theories that have little empirical research to 
date, e.g., authentic and servant leadership and (2) avoids the pitfalls of 
measurement model misspecification. (24-25) 
 
Spiritual leadership gives transformational leadership power not only to exploit 
followers’ talents and skills but also to develop workers’ spiritual gifts for the 
organization and workers to thrive. 
Conclusion 
Many leadership writers and scholars as mentioned in this paper, see 
transformational leadership as the best leadership style for organizations or countries that 
face many challenges of leadership. A continent like Africa which has enormous 
leadership challenges does not need to change leaders, but needs to change leadership 
style which will have a positive impact on people and their diverse cultures. Africa needs 
social transformational leaders who can turn around not only the national economy, but 
also its citizens’ social and spiritual lives. Though transformation of a country sometimes 
can be expensive because of a weak infrastructure that demands money, changing 
leadership style, on the other hand, demands no funds because it depends on individual 
choices, attitudes and love to improve people’s lives. 
 In essence, profound social transformation based on spiritual transformation 
empowers people to love one another and creates harmonious relationships in the 
community. I see transformational leadership as a process of bringing people together to 
realize their God-given dignity and potential in harmony with environment and 
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responsible freedom, peace and justice. We cannot leave God out of the process of social 
transformation as he, ultimately, drives spiritual transformation. We see God’s 
transformational power through Jesus Christ who proclaims: 
The Spirit of the Lord is on me, because he has anointed me to preach 
good news to the poor. He has sent me to proclaim freedom for the 
prisoners and recovery of sight for the blind, to release the oppressed. 
(Luke 4:18) 
 
Jesus came into the world to transform people so that poverty, sicknesses, ethnic 
prejudice, hate, and all vices that hinder human growth and development may be 
overcome. Many aspects of transformational leadership are exemplified in Jesus’ earthly 
ministry. 
Finally, spiritual transformational leaders motivate their followers to love God 
and serve people with humility. Spiritual transformational leaders sacrifice their lives for 
others in order to fight poverty and injustice and promote equal treatment for all, 
especially the elderly, women, and children.  
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CHAPTER 3 
METHODOLOGY 
This chapter presents the description of the research method, a description of the 
respondents, focus groups, the instruments, the procedures, and the statistical treatment I 
utilized in analyzing the collected data.  
The Research Method 
I chose a qualitative research method for my work because I dealt with issues 
pertaining to human behavior. The qualitative method drives out the feelings of the 
participants on issues that affect their communities: 
The strength of qualitative research is its ability to provide complex 
textual descriptions of how people experience a given research issue. It 
provides information about the “human” side of an issue—that is, the 
often contradictory behaviors, beliefs, opinions, emotions, and 
relationships of individuals. Qualitative methods are also effective in 
identifying intangible factors, such as social norms, socioeconomic status, 
gender roles, ethnicity, and religion, whose role in the research issue may 
not be readily apparent. (“Qualitative Research Methods Overview” 1) 
 
The qualitative method was suitable for the type of research I performed because issues 
of spirituality, ethnic prejudice, and hate cannot be quantified, but expressed, especially 
in group discussions. 
Steinar Kvale says, “With qualitative research interviews you try to understand 
something from the subjects’ point of view and to uncover the meaning of their 
experiences” (1). The “Qualitative Research Methods Overview” states, “Qualitative 
research method is effective in obtaining culturally specific information about the values, 
opinions, behaviors, and social contexts of particular populations” (1). Changes in human 
behavior including environmental changes complicated the studies. Qualitative methods, 
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therefore, were effective in dealing with particular cases, especially, those cases that 
invoke current issues, such as PEV in Kenya. 
Purpose of Study 
The purpose of this study, which focuses on Mombasa Synod, was to understand 
and raise awareness by exploring issues that led to the 2007 PEV in Kenya, with the hope 
of positioning the church to prevent similar violence in the future.  
By utilizing a transformational model that seeks to inspire followers through 
emulation of transformed leadership, pastoral leaders can engage their congregants by 
exemplifying transformation and educating members regarding the ills of ethnic factions 
in order to influence their respective communities. For this research, I engaged the focus 
groups that I thought were the most suitable for the qualitative method.  
Focus Groups 
Focus groups are discussion groups that can meet informally or formally for a 
particular purpose. Focus groups for the type of research I performed were vital, because 
according to Nancy Grudens-Schuck, Beverlyn Allen, and Kathlene Larson, “Focus	  group	  methodology	  is	  one	  of	  several	  tools	  that	  educators	  can	  use	  to	  generate	  valid	  information	  important	  to	  the	  advancement	  of	  programs,	  communities,	  and	  organizations” (1). An inspirational article on Margaret Mead states, “Never doubt that a 
small group of thoughtful, committed citizens can change the world” (“Margaret Mead”). 
I equate small groups to a small parliament where citizens can meet by themselves to 
discuss the issues that concern their lives. 
Focus groups supply a lot of good information because discussions are open and 
participants’ comments are not restricted:  
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Focus groups arguably provide researchers with more surprises than other 
types of research. Individuals who participate in focus group sessions 
aren’t restricted by the “A, B, C” choices provided by the typical survey 
researcher. Participants generally are allowed to say anything they’d like 
in focus groups sessions. Focus groups therefore are considered to be 
naturalistic (Krueger and Casey, 2000). Researcher listens not only for the 
content of focus group discussions, but for emotions, ironies, 
contradictions, and tensions. This enables the researcher to learn or 
confirm not just the facts (as in survey method), but the meaning behind 
the facts. This is simplistic, but conveys a major advantage of focus group 
method: the production of insight. (Grudens-Schuck, Allen, and Larson 2) 
 
As the article explains, focus groups are essential in sharing and penetrating inside human 
hearts where feelings of sorrow, fear, and anxiety are hidden. Focus groups are also 
African in nature as elders meet to solve their social problems through such groups 
known in Kiswahili as Baraza ya Wazee (elders’ group meeting). 
Research Focus 
In this research, I focused on the problems that hinder the church from 
transforming society and the solution of that problem through pastoral transformational 
leadership. Church leaders often read the Scriptures selectively, placing emphasis on 
passages focused on salvation and neglecting those passages focused on the ministry of 
reconciliation, justice, peace, love, and material well-being.  
The pastors of the Methodist church in Kenya have the problem of preaching 
spirituality and neglecting other human needs. The church that is founded on Jesus’ 
teaching cannot neglect the poor and those who are dying due to disease and a harsh 
economy. In preaching this message, however, if the church does not have the 
transformational leadership characteristics it may stand the danger of also becoming an 
inciter that condemns the government and, therefore, fuels more violence. Instead, the 
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church must become not just a spiritual leader but a spiritual transformational leader that 
is interested in social evils. 
The church must not neglect human needs for the sake of spirituality. The total 
gospel that touches the spirit, mind, and body must be taught to all people. Kenyan 
professor George Kinoti illustrates this problem:  
We (the church) failed to apply the gospel to the whole of life, limiting it 
to spiritual life only. We read the scripture selectively, placing emphasis 
on those that talked about salvation and neglecting those that talked about 
justice, peace and material well-being. The Kenyan Church must seek to 
apply the whole of the Word of God to the whole of life. (2) 
 
The church has a duty to preach and advocate for the poor and just governance for all 
citizens in Kenya. The pastoral transformational leadership will, therefore, endeavor to 
focus on not only issues of spirituality of their members, but also matters that concern 
their whole life and environment. 
Spiritual Transformation 
Mombasa Synod and Kenya, in general, needs spiritual transformation because 
social transformation alone might be misdirected by bad leaders. The following poetry by 
Tyler Blanski inspires and motivates spiritual transformational leaders: 
The idea behind spiritual transformation is that, in Christ, we become like 
Christ. Because of the grace of the gospel of God and the activity of the 
Holy Spirit, we can embark on a lifelong process to become more like 
Christ. This kind of transformation always involves the whole of life. It 
gives form to the Christian life. And this is something I want desperately. I 
want a life in Christ where Christ ties together every loose thread of my 
varied interests and responsibilities into a single whole. (62) 
 
The grace of God empowers the spiritual transformational pastors to endure trials and 
hardships for the sake of the gospel, peace, and justice for people. 
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Spiritual transformational leaders are ambassadors of Christ on earth. A spiritual leader 
allows Christ to work in them and through them. Pastors should be interested in 
effectiveness—to correct and/or improve their ministry. Spiritual transformational pastors 
possess a lively experience of God’s grace and growth in their walk, work, and ministry 
in general. Transformational ministry is not a destination, but a way of traveling. Pastors 
who feel they have arrived have lost their grace-dependency (Phil. 3:12-14). 
As a result, my primary aim in this research involved determining ways to improve 
pastoral ministry through the transformational leadership style. My secondary aim 
involved exploring the factors of transformational leadership that emerged from the 
pastors’ ideas of effective leadership. Finally, I examined the relationship between ideas 
of transformational leadership and the outcomes that emerged from the pastors’ 
perceptions. 
In order to accomplish this purpose, I chose seven circuits from urban and rural 
settings of Mombasa Synod as the pilot project. The circuits included Mazeras, Kinango, 
Kwale, and Mamba Circuits from rural settings, and Kisiwani, Kisauni, and Changamwe 
Circuits from urban settings. I utilized focus groups to explore leadership perceptions of 
ordained pastors, lay pastors, and elders from the two settings, which were part of the 
Mombasa Synod. The research was a qualitative study with elements of descriptive 
findings based on discussions and questions held in various focus groups in Mombasa 
Synod.  
Participants 
I recruited all participants from Methodist congregations in the Mombasa Synod. I 
specifically chose persons situated within and/or near areas affected by previous 
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PEV. Furthermore, I chose persons I could trust to make judgments regarding the pastoral 
ministry of the church and respond to the questions raised by the research. All the 
participants who formed focus groups were active leaders in their congregation and had 
served in active leadership for at least three years.  
In this study, I formed some focus groups from participants in the same local 
church, and I formed other groups from different congregations and/or denominations in 
order to obtain varied views and ideas to enrich the study. Most of the invited members 
had experienced the dangers of poor leadership, especially as related to PEV and other 
crimes within their respective communities.  
Pastors encouraged their congregations to participate in this research not only 
because of the potential benefits for the academic field, but also for the entire church 
leadership and community in general. Each pastor helped to select leaders from his 
congregation according to criteria contained in my e-mail request and permission letter 
(see Appendix A).  
My first focus group for the purposes of this study consisted of the Board of 
Church Leadership of the Methodist Church in Kenya, Mombasa Synod, to whom I 
presented my idea for this research. The Board unanimously agreed to support me in this 
task, and all of the pastors pledged to support the project and participate fully in the 
research (see Appendix F).  
Instrumentation 
I used three different instruments for recording information. First, I kept a field 
research notebook that became the basis for creating the description of the case. Each 
entry recorded the date of the event, the person or group involved, the setting in which 
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the event took place, my observations, and my interpretation of what happened. Second, I 
used a tape recorder to record interviews. Third, I developed one semi-structured 
interview for the focus group with ordained pastors, lay pastors, and elders (see Appendix 
C) and another semi-structured interview to gather information regarding participants’ 
backgrounds (see Appendix G). 
I created focus groups consisting of members from a variety of church leadership 
positions, which included the pastor, lay leaders, youth leaders, and women leaders. I 
created face-to-face focus groups, telephone focus groups, and e-mail focus groups in 
order to simplify and save time in data collection. At the first meeting, I presented the 
research project to the group by informing the group of my intentions for the research and 
how it might benefit the church and the entire community, in general.  
I did not force anyone to join the group. Instead, all participants read and signed 
the statement of voluntary consent (see Appendix B). I made sure that all participants 
understood the voluntary nature of this research. I then explained the purpose of the 
research to all participants prior to beginning the study.  
I agreed on meeting times with participants. I scheduled telephone consultations 
with the participants unable to schedule in-person meetings. I typed and saved in the 
computer the demographic and background information sheets from the studies. 
In order to assure a questionnaire’s validity and appropriateness, throughout the 
process I consulted with my mentor, who reviewed the questionnaires and advised me 
regarding how to proceed. Furthermore, two pastors from the Mombasa Synod read the 
questionnaires and gave advice. Sharing ideas with my mentor, internal reader, and two 
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pastors improved the discussions of my focus groups and helped me streamline the entire 
framework of the study.  
Validity Issues 
The importance of validity cannot be ignored in any research process. Future 
researchers depend on availability of validated research materials for their research. 
Trasha Jacquette Black sees validity of research as the basis of research study:  
Validity is of primary importance in a research (Glesne, 1999; Merriam, 
1998). Internal validity refers to the fact that the research findings are 
congruent with reality, and measure what is intended to be measured 
(Merriam 1998). Merriam (1998, p. 202) argues that “one of the 
assumptions underlying qualitative research is that reality is holistic, 
multidimensional, and ever-changing; it is not a single, fixed, objective 
phenomenon waiting to be discovered, observed, and measured as in 
quantitative research.” Qualitative researchers must try to protect the 
research integrity, use words or pictures faithfully, and interpret what 
really happened objectively to the readers to overcome bias. (38-39)  
 
Validity of research materials does not only verify the quality of the materials, but also 
makes the researcher accountable.  
Validation of research materials is, therefore, vital for the approval of those 
materials by other researchers who might need to cite the materials as a source of their 
work. I explored techniques to ensure the internal validity. 
Triangulation 
Louis Cohen and Lawrence Manion recommend incorporating the techniques of 
using multiple data sources, multiple investigators, multiple theoretical perspectives, and 
multiple methodologies to carry out triangulation (254).  
Exclusively relying on one method may bias or distort the research picture of the 
holistic view of reality being researched. The more methods contrast with each other, the 
greater the researcher’s confidence about the findings (Lin, Rosemont, and Ames 728). 
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The use of multiple data-collection methods could ensure the trustworthiness of the data. 
This practice of relying on multiple methods is called triangulation. The purpose for 
methods triangulation is not “the simple combination of different kinds of data, but the 
attempt to relate them so as to counteract the threats to validity identified in each” (Cohen 
and Manion 10). 
According to David L. Mathison, validity and observation of integrity enhances 
importance of research materials, hence making the research document useful for other 
researchers: 
The purpose of triangulation is to uncover the complexity and divergence 
of reality. It could result in an inconsistent and contradictory finding to 
help the researcher to see the complexity of the gleaned data from various 
research resources, make sense of the reality, and draw correct 
propositions, or construct plausible explanations about the phenomenon 
being studied. (102) 
 
I used multiple methods, such as semi-structured focus groups, telephone discussions, 
and non-participant observations, as the triangulation strategy to ensure validity of this 
study. 
Cross-Case Analysis 
Cross-case analysis (multiple-site analysis) involves collecting and analyzing data 
from several sites. Multiple-case analysis can “lead to categories, themes, or typologies 
that conceptualize the data from all the cases; or it can result in building substantive 
theory offering an integrated framework covering multiple cases” (Merriam 195). In this 
study, I selected two sites—Mombasa Urban and Mombasa Rural—for data collection. 
Looking at two different cases increased the trustworthiness of common themes.  
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Member Checking 
Member checking was strictly observed. Though member checking was important 
for validation of research materials, caution should be observed for participants who 
might refuse to cooperate with the researcher. Nevertheless, D. Cohen and B. Crabtree 
give the positive aspects of member-checking: 
• Provides an opportunity to understand and assess what the participant 
intended to do through his or her actions. Gives participants 
opportunity to correct errors and challenge what are perceived as 
wrong interpretations. 
• Provides the opportunity to volunteer additional information which 
may be stimulated by the playing back process. 
• Gets respondent on the record with his or her reports. 
• Provides an opportunity to summarize preliminary findings. 
• Provides respondents the opportunity to assess adequacy of data and 
preliminary results as well as to confirm particular aspects of the data.  
 
Member checking gives the researcher an opportunity to countercheck and validate 
research materials with respondents. 
Peer Reviewing and Debriefing 
I invited two academic colleagues to review and verify the data and interpretation 
of the notes to ensure a realistic record of the data and the process of treatment of data 
materials (Westbrook 251). 
Nonparticipant Observation 
A lot of activities happen in research processes. Observation helps the researcher 
to gain a better understanding of the surroundings in which focus groups meet for their 
discussions. L. R. Gay and Peter Airasian, mention the advantage of observations as 
“easier to gain insight into the participant’s views and develop relationships with them” 
(224). Gay and Airasian also mention that observations by nonparticipants can divert the 
researcher’s attention from discussions of the focus groups. Nonparticipants, however, 
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observe without direct participation. I took this role of nonparticipant to avoid imposing 
my influence on focus groups. 
Data Collection 
Data collection is a process of gathering insights from people with the aim of 
seeking crucial information on critical issues that the research intends to address. There 
are several methods for collecting data. My primary method of collecting data was focus 
groups. When choosing participants, I requested my pastors to appoint people who were 
more representative of the community. Participation of diverse ethnic community was 
observed.  
Research Questions and Hypotheses 
I created three open-ended questions in order to obtain the desired outcome for 
this research.  
1. What are the participant’s perceptions of the post-election violence? 
2. When they saw signs of violence, what actions did the church or individual 
pastors take in order to prevent the violence? 
3. What should the church be doing now to enable healing and reconciliation and 
help prevent similar violence in the future? 
Controls 
Synergy emerged out of the properly coordinated teamwork and contributed to 
study control. The team of pastors determined which local congregations, from Mombasa 
Urban and Mombasa Rural Circuits, to admit to the research process. I appointed 
participants according to their respective leadership roles in the church and community, 
and the participants voiced their commitment to the importance of working to create 
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better lives for all people. The selection of various persons with different education and 
responsibilities also provided the needed control. I also invited some members from 
neighboring churches; however, the majority of focus group members were Methodist 
Christians.  
Data Analysis 
J. Mason describes the analysis of documentary resources as “a favored method in 
qualitative research. It is considered meaningful and appropriate in terms of research 
strategy” (9-26). I based this study on face-to-face focus groups, with pastors/elders and 
church members in Mombasa urban and rural settings. I maintained consistency of 
interpreting and analyzing data with steps as outlined below. 
I studied individual cases to find out a special way of coding, and then I 
performed data analysis to find out patterns and themes that have a connection with each 
other. I preserved all crucial personal notes, recorded messages, and observations to help 
in the process of the data analysis. I evaluated research materials monthly and shared 
crucial information with my research colleagues.  
I formed the data file by compiling all pertinent information concerning each 
individual. I organized the results from the inventories, answers to questionnaires, 
transcriptions of taped interviews, summaries of telephone conversations, notes from 
observations, and my reflections into a chronological record of events for each focus 
group. The other data analyzed came from field notes, rough notes, and recorded 
messages from tape recorders and other electronic recording devises.  
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Finally, I entered the data into the computer and determined any outliers. I then 
conducted descriptive analysis of the data. This analysis included means, standard 
deviations, frequencies, and percentages.  
Ethical Concerns 
As per the covenant, unless the need arose to do otherwise, I honored the 
guarantee of confidentiality and anonymity given to research participants. I also assured 
that colleagues, research staff, or other persons with access to the data understood their 
obligations in this respect. I also undertook careful consideration in storing data in a safe 
place. Confidentiality and security of participants was strictly observed and records 
stored away in a safe place. An assurance of participant’s privacy regarding their 
identity—such as ethnicity and place of origin was guaranteed. No one who was not a 
research participant was allowed to access research materials. 
Conclusion 
This chapter gives a view of methodology adopted in this research. I presented the 
reasoning and analysis of the qualitative case study in order to develop an understanding 
of qualitative research methodology and its related case in this study. I recorded all issues 
regarding qualitative methodology, defining of the case, selecting of participants, 
validity, and definition of terms.  
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CHAPTER 4 
FINDINGS 
Problem and Purpose 
The massive incidence of PEV and other criminal activities, compounded by the 
church’s inability to transform the spiritual and social morals of its followers has caused 
worry for many people in Kenya. PEV is a criminal act involving victims and offenders, 
at times, involving those related to one another. PEV included intimidation, harassment 
of citizens, sexual assault and killing of innocent people and children.  
PEV has become a national dilemma in Kenya, with crimes of this type occurring 
in every year of general elections since 1992. The victims are usually helpless to 
understand the problem of post-election violence, let alone determine the solution to it. 
Despite the stereotypes, political violence knows no racial, tribal, gender, age, religious, 
socioeconomic, or sexual orientation.  
Through this dissertation research focused on the Mombasa Synod, I sought to 
understand and raise awareness by exploring issues that led to the 2007 PEV in Kenya in 
order to position the church to prevent similar violence in the future.  
Using a transformational model, which seeks to inspire followers through 
emulation of transformed leadership, pastoral leaders can engage their congregants by 
exemplifying transformation and educating members regarding the ills of ethnic factions 
to influence communities.  
Participants 
For this research, I formed focus groups from a group of 148 pastors, lay leaders, 
youth leaders, women leaders, and church elders from seven circuits in Mombasa Synod. 
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Every circuit held two focus groups to ease the problem of transportation and other 
financial expenses. The focus groups explored possible causes of PEV, the church’s 
involvement in the violence, and the church’s role in preventing future violence. The 
team, under the direction of research project director Mr. James Irungu, assisted me in 
data collection, interpretation, and organizational oversight.  
Each group met for about ninety minutes honoring strict timeframes (i.e., starting 
and ending). Except from the Kinango and Mamba Circuits, with twelve person-groups 
due to geographical constraints, each group consisted of ten participants only. 
I intentionally selected the majority of the focus group members; however, I had 
to assign a few members randomly. While composing the groups, I sought to find 
individuals who represented the total population in the synod. Two evaluators conducted 
each group—one evaluator asked the questions while the other evaluator recorded actual 
conversation and his/her observations of group behavior. 
The charts and tables below present a summary of the socio-economic and 
demographic details of a cross-section of the respondents who participated in the 
research. Obtaining an overview of the respondents’ socio-economic and demographic 
profiles allowed an analysis of some of the effects of the post-election crisis from the 
socio-economic and demographic perspective. These proportions do not necessarily 
represent the Kenyan population at large, since I limited the study to PEV that occurred 
only in Mombasa. Nonetheless, this information provides an idea of general feelings in 
the Kenyan population.  
Every circuit had two focus groups named A and B. Women constituted more of 
each focus group, because they make up the majority of church members. I had a close 
number of men and women because most perpetrators were men and most church and 
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political leaders are also men; however, women are the ones who suffered most of the 
perpetration of the PEV. The choice of women and men would be most influential in 
transformational leadership in the Kenyan culture. 
 
Table 4.1. Division of Focus Groups and Gender of Participants  
Gender Name of 
Circuits 
Focus 
Groups 
Participants 
per Group 
Total 
Participants 
in a Circuit Male Female 
Remarks 
Kisiwani A 
Kisiwani B 2 10 20 9 11 Urban 
Kisauni A 
Kisauni B 2 10 20 10 10 Urban 
Changamwe A 
Changamwe B 2 10 20 9 10 Urban 
Mazeras A 
Mazeras B 2 10 20 10 10 Rural 
Kinango A 
Kinago B 2 12 24 11 13 
Rural- 
high 
population 
Kwale A 
Kwale B 2 10 20 10 10 Rural 
Mamba A 
Mamba B 2 12 24 11 14 
Rural –
high 
population 
TOTAL 14  148 70 78  
 
I chose twelve people to serve in the focus groups from the urban areas and ten 
people to serve in the focus groups from the rural areas because urban areas are more 
populated than rural areas and transportation is easier in urban than rural areas. A 
majority of the participants (forty-five) were between the ages of 18 and 24 representing 
30 percent. They were followed by an age group of 25-35, which had thirty participants 
representing 20 percent. Other groups were ages 36-45 with twenty-three participants (16 
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percent) and ages 46-55 had thirty (20 percent), while 56 years and above had twenty 
participants (14 percent). This totaled 148 participants. 
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Table 4.2. Age Distribution of Participants 
Circuits N 18-24 years 
25-35 
years 
36-45 
years 
46-55 
years 
56 years 
and above 
Kwale  20 5 4 2 5 4 
Mamba  24 9 3 4 6 2 
Kinango  24 9 3 4 4 4 
Mazeras  20 7 4 4 2 3 
Changamwe 20 6 6 2 4 2 
Kisauni  20 4 5 4 5 2 
Kisiwani 20 5 5 3 4 3 
TOTAL 148 45 30 23 30 20 
 
The PEV took ethnic dimensions, which determined the nature of displacements 
based on ethnicities in the various Internally Displaced People (IDP) camps (KEDOF 
2007). The majority of the participants came from Miji Kenda ethnic group (41 percent) 
because they made up the ethnic/local community in the Mombasa Synod. Apart from 
Meru, the majority in the entire Methodist Church in Kenya, other tribes’ participation 
was minimal.  
 
Table 4.3. Ethnic Distribution of Participants 
Circuits N Mijikenda Meru Kamba Kikuyu Luhya Kalejin Luo 
Kwale 20 10 5 1 2 1 1 0 
Mamba  24 8 6 4 5 1 0 0 
Kinango 24 9 3 4 0 3 2 3 
Mazeras 20 12 4 2 2 0 0 0 
Changamwe 20 6 6 2 2 1 2 1 
Kisauni 20 9 5 1 2 2 1 0 
Kisiwani 20 6 6 1 2 2 2 1 
TOTAL 148 60 35 15 15 10 8 5 
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Fifty-nine of the participants were church elders; this was the largest group. There 
were fifty lay leaders who participated. Ordained pastors were part of a smaller group 
(twenty-one) and finally, other church members not categorized comprised eighteen of 
the participants. 
 
Table 4.4. Leadership Distribution of Participants 
Circuits N Ordained Pastors 
Lay 
Leaders 
Church 
Elders Others 
Kwale 20 3 7 8 2 
Mamba 24 3 8 10 3 
Kinango 24 3 8 10 3 
Mazeras 20 3 7 8 2 
Changamwe 20 3 6 9 2 
Kisauni 20 3 7 7 3 
Kisiwani 20 3 7 7 3 
TOTAL 148 21 50 59 18 
 
The majority of participants (105 participants or 71 percent) were high school 
dropouts, followed by thirty elementary school participants (20 percent). Thirteen 
participants (9 percent of the study population) had a college/university education. 
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Table 4.5. Participants’ Level of Education 
Circuits N Elementary High School 
College/ 
University 
Kwale 20 3 16 1 
Mamba 24 5 16 3 
Kinango 24 4 18 2 
Mazeras 20 4 14 2 
Changamwe 20 4 15 1 
Kisauni 20 5 13 2 
Kisiwani 20 5 13 2 
TOTAL 148 30 105 13 
 
 
 
A majority of participants (eighty-nine participants or 60 percent) were married. 
Fifty-two single persons (35 percent), and seven divorced persons (5 percent) participated 
in this study.  
 
Table 4.6. Participants’ Marital Status 
Circuits N Married Divorced Single 
Kwale 20 12 0 8 
Mamba 24 13 2 9 
Kinango 24 12 0 12 
Mazeras 20 13 1 6 
Changamwe 20 14 3 3 
Kisauni 20 12 0 8 
Kisiwani 20 13 1 6 
TOTAL 148 89 7 52 
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Research Question #1 
What is the perception of the participants about the PEV? Was the PEV 
anticipated? If so what were the signs? 
According to participants, 78 percent thought that PEV was anticipated while 22 
percent thought otherwise. The majority of the participants came from urban areas such 
as Kisiwani (90 percent), Changamwe (90 percent), Kisauni (86 percent), and Kwale (81 
percent), where these circuits experienced violence more than in other circuits of rural 
areas. Table 4.7 shows responses of participants from various circuits concerning 
anticipation of PEV. 
 
Table 4.7. Participant Anticipation of Violence  
 
Circuits N Anticipated Anticipated percent 
Not 
Anticipated 
Not 
Anticipated 
percent 
Kwale 20 17 85 3 15 
Mamba 24 18 75 6 25 
Kinango 24 16 67 8 33 
Mazeras 20 11 55 9 45 
Changamwe 20 18 90 2 10 
Kisauni 20 17 85 3 15 
Kisiwani 20 19 95 1 5 
TOTAL 148 116 78 32 22 
 
 
According to the focus groups, 35 percent of participants said political 
incitements ranked highest, followed by hate speeches at 24 percent and ethnic 
propaganda at 19 percent. Leaflets warning some tribes to leave some areas were 9 
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percent and verbal warnings were 7 percent while 6 percent of participants claimed to 
have seen no sign.  
 
 
Figure 4.1. Participants’ views on PEV signs. 
 
The participants gave the following perspectives as to reasons leading to the 
violence. According to observation of participants, 35 percent cited manipulation of 
ethnic and clan identities for political gain, and 25 percent cited resource scarcity leading 
to competition of water and land. In addition, 25 percent of participants thought the 
elections were rigged/stolen and 15 percent cited the existence of organized criminal 
gangs hired to cause problems. 
Kagwi 67 
 
 
Figure 4.2. Reasons for PEV. 
 
Study participants found the church powerless to prevent PEV due to clergy’s 
inability to address issues affecting citizens and cited several reasons. Through the focus 
group interviews, 35 percent of participants cited issues such as poverty and oppression, 
25 percent cited ethnic prejudice in the church, 25 percent cited poor teaching of 
discipleship or a lack of teaching about discipleship, and 15 percent cited hate that led 
Christians to kill and steal from each other. As this evidence demonstrates, even if church 
leaders cautioned their congregations prior to PEV outbreak, some followers did not heed 
the warning. 
While the church did not directly perpetuate violence, some weaknesses in the 
church might have contributed indirectly to the violence.  
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Figure 4.3. Reasons for the church’s inability to prevent PEV. 
 
 
Focus group participants described the church’s attempts to prevent PEV 
following the 2007 elections in Kenya. Specifically, 35 percent of participants reported 
that the church tried to prevent violence by preaching and praying for peace and 
reconciliation, 30 percent reported that the church took care of internally displaced 
people (IDPs), 25 percent reported that the church appealed to the government to increase 
security, and 10 percent reported that the church discouraged victims from seeking 
revenge. Figure 4.4 shows the ways in which church leaders gained courage at the break 
of violence and took tried to prevent further escalation of violence. 
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Figure 4.4. Church attempts to prevent violence. 
 
Participants reported people’s responses to church leaders’ attempts to curtail the 
violence. Specifically, 45 percent of the focus group participants reported confusion 
wherein people did not know how to respond or what course of action to follow, 22 
percent of participants reported listening to church leaders and keeping peace, 15 percent 
of participants reported ignoring church leaders’ attempts, and 18 percent reported 
demanding their rights to express their opinions about good governance. 
 
 
Figure 4.5. Responses to church leaders’ attempts to curtail violence.  
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However, with the outbreak of violence, the scenario changed and many 
Christians heeded church leaders’ calls to maintain peace. 
 
 
Figure 4.6. Effects of PEV in the church. 
 
 
 
PEV exposed the church in Kenya as compromised, divided, and indecisive. 
These anomalies led some Christians to leave their churches for other churches led by 
members of their own tribes. According to participants, PEV and demands of the political 
environment affected churches in different places in various ways. Oftentimes, churches 
most affected by the political unrest were composed of tribes who were unwelcome in the 
particular geographical location of the church. In short, churches that harbored people 
considered foreigners were most affected. According to the study, 70 percent of church 
membership was critically affected, 20 percent moderately affected, and 10 percent 
somehow affected. 
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Figure 4.7. Effects of PEV on church membership. 
 
 
The participants reported people as more united following the PEV than prior to 
the PEV. Furthermore, participants reported reasons for this perceived increase in unity. 
Specifically, 35 percent reporting discovering peace as vital for human existence, 30 
percent reported finding that every person was vulnerable to injustices and violence, 20 
percent reported loving neighbor as important for harmonious living, and 15 percent 
reported learning not to trust politicians, since they have their own political agenda. 
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Figure 4.8. Reasons for increased unity following PEV. 
 
Research Question # 2 
When they saw signs of violence, what actions did the church or individual 
pastors take in order to prevent the violence? 
The church leaders reacted to signs of PEV in several ways. Specifically, 40 
percent reported preaching sermons of peace and unity, 30 percent reported conducting 
prayers for peace and reconciliation, 15 percent reported encouraging tolerance among 
various ethnic groups, and 15 percent reported cautioning people to avoid involvement in 
activities that could lead to violence. 
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Figure 4.9. Church leaders’ reactions to signs with the bid to prevent PEV. 
 
 
Participants reported several areas of increased awareness from PEV. 
Specifically, 55 percent of participants reported learning that unity was very important 
for a developing country such as Kenya, 25 percent reported learning that the church 
must continue to be the voice of the voiceless, 10 percent reported that the church should 
not apply double standards, and ten percent reported that the church should avoid ethnic 
prejudice.  
Kagwi 74 
 
 
Figure 4.10. Learning from PEV. 
 
 
Research Question #3 
What should the church be doing now to enable healing and reconciliation and 
help prevent similar violence in the future? 
Participants described their views that the church should provide people with a 
way out of difficult situations, enhance a sense of hope, and offer alternatives to people’s 
lives and situations. Specifically, 30 percent of participants reported their view that the 
church should improve the ministries of church and society, guide and address issues 
affecting the ordinary citizen. Next, 26 percent of participants reported their view that the 
church should guide and address issues affecting the ordinary citizen, and 24 percent 
reported their view that the church should express concern about the degradation of youth 
and extreme poverty among women. Finally, 20 percent of participants reported their 
view that the church should establish, direct, and support a resource team, to further the 
work of healing and reconciliation in the years to come. Through these ways, the church 
can help persons conceptualize the person of Christ and identify with him as a wounded 
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healer. Furthermore, participants indicated their belief that society could transform for the 
better when people develop a new understanding of each other and build a new 
relationship founded on mutual respect and love of neighbor. In this way, participants 
saw healing as a requirement for overcoming the legacy of misunderstanding. 
 
Figure 4.11. How the church should bring about healing and reconciliation. 
 
 
All participants unanimously agreed that the church in Kenya has a responsibility 
to prevent unrest and gave the following reasons. Participants indicated their beliefs that 
the church in Kenya has a moral duty and a responsibility to influence social change 
through both politics and Christ’s principals. Specifically, 45 percent of participants 
found the church to be the custodian of prophetic voice, 25 percent indicated that the 
church should be involved in the ministry of forgiveness and reconciliation, 20 percent 
indicated the church as the conscience of society, and 10 percent indicated their belief 
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that the church was a model of moral leadership. When discontent and eventual conflict 
among the people arise, oftentimes victims seek out assistance from the church. As a 
result, the church cannot continue preaching hope and eternal salvation while ignoring 
the prevailing poverty, the hopelessness, and crime.  
For example, the church condemns prostitution as immoral, yet mothers 
sometimes send their daughters into prostitution due to poverty. If the church became 
involved in poverty reduction policies, prevailing upon the government to address the 
issues that contribute to poverty, lobby against corruption, and plundering of taxes by 
political leaders, the level of poverty would drop and minimize social conflict, as seen in 
the last general election of 2007. 
 
 
Figure 4.12. Role of the church in preventing unrest. 
 
 
 
The calling of the church is to preach the good news of Jesus Christ by giving 
hope to the hopeless, rescuing those who are perishing, and caring for the dying. The 
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church, therefore, should not wait until problems breakout, but must intervene as early as 
possible to restore peace and understanding among the warring communities.  
The greatest contribution that the church can make is teaching the poor not to take 
matters in their own hands (40 percent). They should also advocate for the poor and 
oppressed in their communities. People cannot be liberated without their involvement and 
co-operation. The church, therefore, must create awareness that the poor too have a role 
to play (20 percent). The church can also share political offices with politicians to bring 
positive impact and bring about change (10 percent). 
 
 
Figure 4.13. Teaching roles for the church. 
 
Within the focus groups, 35 percent of the participants suggested that the church 
should participate in public forums that discuss peace and reconciliation in Kenya. The 
research showed that in most cases church personnel simply met among themselves not 
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exploring other public interests. The church, therefore, should have an active voice in the 
public forums and support constitutional reform processes by being an active member (25 
percent). The church should also take an active role in the healing and reconciliation 
process (25 percent) by infusing spirituality n the reconciliation process. Finally, the 
church should collaborate with the nongovernmental organizations (NGOs) in assessing 
the most affected areas and how best to respond (15 percent).  
 
 
Figure 4.14. How the church can influence followers for peace. 
 
 
Additional Findings from Focus Groups 
According to the views above, church leaders can become role models to their 
congregants by maintaining integrity which includes humility in their leadership (30 
percent); practicing servant-hood leadership (25 percent), speaking and living the out the 
Gospel (25 percent) and championing values that drive their leadership (20 percent). 
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Figure 4.15. Leaders as role models. 
 
 
Participants found that, the church should teach Christians the importance of unity 
and reconciliation (45 percent) and encourage Christians to participate in maintenance of 
security in their communities (30 percent). The church should also have a holistic vision 
of human needs (15 percent) and advocate for fair distribution of resources (10 percent). 
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Figure 4.16. The church improving lives. 
 
Summary of Major Findings 
Through this research, I discovered that 78 percent of the participants anticipated 
the PEV as a result of planning and organization, often with the involvement of 
politicians and business leaders. According to the research findings, the PEV was: 
According to the research findings, the PEV was: 
1. The church preached and prayed for peace and called for reconciliation to 
preventing violence. However, the research shows that the response was poor because 
church faithful were divided on tribal lines. 
2. Spiritual transformational leadership is not effectively taught in churches. 
3. Some political leaders’ planned, funded, and organized the PEV. 
4. Some people fought for revenge on behalf of their tribes who were killed, 
maimed, and displaced. 
5. PEV was caused by impunity due to collapse of law and order in the 
government. 
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6. Manipulation of the tribes, clan identities, and resource scarcity caused PEV.  
7. Suspicion of rigged elections in favor of Mwai kibaki and defeat of Raila 
Odinga caused PEV. 
8. Signs of political incitement, hate speeches, ethnic propaganda, and leaflets 
warning unwanted tribes to leave in areas that they (other tribes) were considered as 
foreigners, preceded PEV. 
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CHAPTER 5 
DISCUSSION 
Major Findings 
Among the East African countries, Kenya is known to be the most politically and 
economically stable countries. As a Christian country, Kenyan citizens should be able to 
live in peace, happiness, and harmony; however, when PEV occurs every year at election 
time, it prevents citizens from living together as people of one nation. As mentioned in 
Chapter 2, incidents of PEV and other antisocial behaviors have created a concerning 
scenario in Kenya. The Church, which is supposed to infuse spiritual life and give hope 
to the hopeless, has lost power to transform communities because its leaders are not 
spiritually transformed. For people of Kenya to live in peace and harmony, a number of 
issues are found in focus group discussions in Chapter 4 that need to be addressed and 
resolved. The following are some of the problems that require urgent attention. 
The Involvement of the Church in Preventing PEV 
The church was involved in preventing PEV by preaching, praying for peace, and 
calling for reconciliation to prevent violence; however, the research shows that the 
response was poor because the people who were faithful to the church were divided on 
tribal lines. Another way the church got involved in preventing PEV was by taking care 
of the IDPs by supplying them with food, clothing, water, and shelter. Research, 
however, found that the church perpetuated the violence by not adequately addressing 
human problems, such as ethnic prejudice, poverty, economic imbalances, oppression, 
and poor discipleship. 
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Spiritual Transformational Leadership 
The research found the teaching of spiritual transformational leadership lacking. 
The research also found that church members were more influenced by politicians than 
church leaders. Furthermore, lack of effective discipleship programs, outreach ministry 
and the ministry of justice, and peace and reconciliation weakened the church leadership; 
hence, the voice of politicians became louder and more influential than that of church 
leaders. 
Unresolved Land Grievances and Economic Imbalances 
As explained in the literature review in Chapter 2, land problems were inherited 
from the colonial government. The occupation of the British government in Kenya 
destabilized some tribes, especially, the Kikuyu, who then ended up moving to new areas; 
thereby, leading to the emergence of tribal clashes and land grievances, particularly in 
Rift Valley. When Kenya became independent from colonial rule, the people of the 
Kikuyu tribe were dispersed from their native land in the central province by colonial 
settlers and moved to the Rift Valley province as agricultural workers. The Kikuyu tribe 
took over the political leadership; thereby, gaining advantage over other tribes. 
Ethnic Prejudice and Political Affiliations 
Scarcity of land and economic imbalances brought about ethnic prejudices where 
people became divided along political parties that were led by their tribesmen. Political 
parties became the avenues for tribes to air their grievances to the government. As a 
result, political parties became weapons to fight for the rights of the tribes; however, the 
affiliation of the tribes to the political parties divided Kenyans even more as suspicion 
arose among different tribal groups.  
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Funding and Organization of PEV 
The research found that politicians and business people organized and funded the 
PEV. Politicians and business people wanted to prove their leadership power to their 
tribes so that they could continue enjoying political leadership positions. A majority 
following from their tribe gave the leader the power to influence the government, not 
only for development of their tribes, but also for personal gain. The politicians and 
business people who funded and organized PEV were seen as liberators of their tribes; 
thereby, getting advantage over other leaders among the tribes. 
Impunity and Collapse of Law 
Obedience to law and order is crucial for a country to run smoothly. The study 
found that, the Kenyan constitution, which gave the president more power, caused 
impunity and collapse of law due to manipulation by people in powerful positions. 
Manipulation of the constitution by the executive branch weakened the constitution; 
hence, weakened the branches of the government, which led to impunity and collapse of 
law.  
Manipulation of the Tribes 
One of the major purposes of the constitution, as observed in the literature review 
in Chapter 2, is to unite people as one nation. The weak constitution provided leeway for 
the politicians to manipulate tribes on ethnic lines. Manipulation of the tribes created 
suspicion, hate, and ethnic prejudice; thereby, producing the PEV.  
Rigged Elections 
Though there existed many underlying, unresolved problems since Kenya became 
a republic, the eruption of PEV in 2007was fueled by the disputed general elections of 
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2007. Raila Odinga’s party (ODM) disputed the elections on the belief that the election 
was rigged by PNU whose presidential candidate Mwai Kibaki won. The PEV caused a 
lot of problems that had never been experienced before in Kenya. 
Hate Speeches and Tribal Propaganda 
According to the focus group discussion in Chapter 4, PEV was fueled by hate 
speeches and tribal propaganda. Ethnic prejudice and stereotypes became the focus. 
Political leaders from opposing groups created fear and anxiety among tribes leading to 
suspicion and tension among the people. Hate speeches and tribal propaganda caused 
more divisions in Kenya even among mixed tribal families. As a result, the entire nation 
of Kenya became divided and people started migrating to their original homes. 
The Involvement of the Church in Preventing PEV 
The church was involved in preventing PEV by preaching, praying for peace, and 
calling for reconciliation to prevent violence; however, the research shows that the 
response was poor because the people who were faithful to the church were divided on 
tribal lines. Another way the church got involved in preventing PEV was by taking care 
of the IDPs, by supplying them with food, clothing, water and shelter. Research, 
however, found that the church perpetuated the violence by not adequately addressing 
human problems, such as ethnic prejudice, poverty, economic imbalances, oppression, 
and poor discipleship. 
Implications of the Findings 
The study found that violence and other types of crime against humanity held a 
whole country hostage to socio-economic destitution, poverty, and total destruction of a 
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nation. PEV has grave implications for women, children, and families, as well as the 
entire socio-political and economic foundations of Kenya. 
The disturbing implication of PEV could lead Kenyans to imagine that peace, 
justice, leadership and prosperity could be achieved only through violence. Election 
rigging, particularly the alleged problems with the 2007-08 general elections in Kenya, 
constituted overturning of the Constitution and ruination of the democratic form of 
government instituted by the Constitution. Subversion of the rights of the Kenyan people 
causes the gravest offense. 
Limitations of the Study 
Insufficient access to information, time management, access to experts for editing, 
proofreading, and guidance, support from organizations and participants, communication, 
and transportation formed the major limitations. 
Unexpected Observations 
People follow politicians who incite people for their own good. Citizens are ready 
and willing to co-exist together nationally without fear of tribalism; as the people 
victimized each other on tribal lines in one area, young people were getting married with 
people of other tribes in another area.  
Recommendations 
The results of the study indicated that problems arising from the various factors 
such as unresolved land grievances, economic imbalances, ethnic prejudice, political 
affiliations, funding, organization of PEV, impunity and collapse of law, manipulation of 
the tribes, rigged elections, and hate speeches and tribal propaganda could be solved in a 
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number of ways. The most appropriate way for the church, however, is through spiritual 
transformational leadership. 
Spiritual transformational leadership, as stated in Chapter 2, empowers the 
transformational leaders to be people centered, humble, God-fearing servant-leaders. For 
the church to become the salt and light as Jesus taught (Matt. 5:13-16), pastors need to be 
spiritually transformed. The church should improve the ministry of peace, justice, and 
discipleship by teaching members the values of love, unity, peace, forgiveness, and 
reconciliation. Furthermore, the church should also be involved in public forums and give 
insight to issues pertaining to good governance and responsible freedom. For social 
transformation to be realized, pastors should be trained in spiritual transformation 
leadership. 
In prevention of future PEV, the church should initiate dialogue and a negotiation 
that is sustainable and inclusive to all segments of society while promoting and upholding 
children and women’s rights. The church should also get involved in politics, not to share 
political offices with politicians but to have a positive impact and bring about spiritual 
transformation. All congregations should be encouraged to be involved in enhancement 
of church ministry by advocating for the poor and oppressed in their communities and 
teaching their followers to be true disciples of Jesus Christ. Finally, the church should 
strive to make God relevant in peoples’ situations and practice spiritual transformational 
leadership. 
The government of Kenya and political leadership should immediately resolve 
land grievances and economic imbalances without any further delay. All interested 
parties, such as churches, NGOs and political parties, should be involved in the resolution 
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process. Furthermore, all Kenyan citizens should be considered equal under the law, and 
personal accountability and responsibility in the management of resources should be 
observed. Acquisition of land, access to credit, and employment opportunities should be 
distributed and shared equally among all ethnic groups in Kenya with no regard to 
political affiliation. 
Law-governing campaigns of political parties should be formulated and strictly 
observed by all parties. This law should hold all political and involved parties 
accountable in cases of ethnic prejudice in relation to political affiliations. Civic 
education programs should be introduced and funded by the government to educate 
people on the value of unity and accountability ensuring national growth, advancement, 
and prosperity of the country. Political parties need to be philosophically and 
ideologically based and focused rather than the parties’ leaders specifically focusing on 
individual benefits and personal power. 
Funding and organizing criminal activities should be severely penalized. People 
who are involved in funding and organizing crime should be highly and thoroughly 
investigated by police and state security agencies, arrested, and charged if found guilty of 
the crime without any fear, favor, or malice. The young citizens of Kenya, who are 
usually the main recruiting target of these PEV crime organizations, should be made 
aware of the implications of getting involved in PEV crime organizations. All Kenyan 
citizens should also be highly educated on the negative impact PEV can have on the 
country such as unemployment, loss of housing, community disintegration, and overall 
destruction of the economy, which will lead to poverty, as well as an outbreak of war 
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The church should improve the ministry of peace, justice, and discipleship by 
teaching members the values of love, unity, peace, forgiveness, and reconciliation. 
Furthermore, the church should also be involved in public forums and give insight to 
issues pertaining to good governance and responsible freedom. For social transformation 
to be realized, pastors should be trained in spiritual transformation leadership. 
In prevention of future PEV, the church should initiate dialogue and a negotiation 
that is sustainable and inclusive to all segments of society while promoting and upholding 
children and women’s rights. The church should also get involved in politics, not to share 
political offices with politicians, but to give positive impact and bring about spiritual 
transformation. All congregations should be encouraged to be involved in enhancement 
of church ministry by advocating for the poor and oppressed in their communities and 
teaching their followers to be true disciples of Jesus Christ. Finally, the church should 
strive to make God relevant in peoples’ situations and practice spiritual transformational 
leadership. 
The relationship between self-efficacy, a cognitive construct, and emotional 
intelligence, often treated as a matter of the heart rather than the mind, presents some 
challenges for the theoreticians working in the area of leadership. Future research is 
necessary to answer the question this study raised concerning the role emotions and 
cognition play as true motivators of transformational leadership.  
In summary, the results of this research offer an opportunity for Kenyans to 
understand the problems facing their country and how to work towards resolution. All 
Kenyans must come together as a nation disregarding their political or ethnic affiliations 
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to discover their God-given dignity and potential in harmony with the government and 
responsible freedom, peace, and justice.  
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APPENDIX A 
E-MAIL REQUEST AND PERMISSION LETTER 
Informed Consent to Act as a Research Subject. Participant over 18 years of age. 
August 31, 2009 
Dear fellow worker: 
I love what you do. I also appreciate how hard you work for the cause of Christ 
and the members of your congregations. I myself have been involved in the work of 
Christian ministry for thirty years and am currently serving as the Bishop of the 
Methodist Church in Mombasa Synod. It is always busy and always exciting to be a part 
of the Lord’s work here at our Mombasa Synod. I hope my note finds you encouraged 
and doing well! 
I am a student at Beeson International Leaders program at Asbury Theological 
Seminary working on my doctorate degree with a focus on leadership. I am conducting 
research entitled: “Social Transformation through Pastoral Transformational 
Leadership.” I have chosen circuits in Mombasa urban and Mombasa rural as my focus 
in this research, hoping that the findings will reveal what goes on and what needs to be 
done in the wider church. 
You are receiving this e-mail by permission granted by you through our telephone 
conversation. If you have served at your current circuit/congregation for three years 
(including this one) or more, you qualify. I know how busy you are, but I sure would 
appreciate fifteen minutes of your time to help me with this project. 
Transformational leadership is an interesting theory of best practice that includes 
getting the most out of your people, while moving them toward the mission of your 
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ministry. It is a leadership model we could all aspire to and learn from, as we grow and 
become all that God wants us to become. Another interesting component of this study is 
how the regions we live in and resulting culture will change the way we lead. 
I have enclosed a questionnaire for you. This questionnaire and demographic 
information will take less than fifteen minutes of your time. Then send me your list of six 
elders (direct reports) along with their personal e-mail/phone numbers, and I will send 
them introductory information and a different questionnaire, which allows them to rate 
you on the ideas of transformational leadership. Once the results and conclusions are 
synthesized, I will send you summary data. Note that you will not know which data out of 
the six participants I used to generate the group summary. This secrecy is important 
because it protects your elders’ anonymity and improves the likelihood of accurate group 
results. Without that safeguard, the results would be meaningless. 
Be aware that no undue risks are associated with this study, and the hope is that 
you and your team will consider better ways to lead and grow your circuit to meet the 
mission that God has called you to. Your circuit was chosen because of the success it has 
attained over the years, and I believe we could learn much from you. As great as I want to 
paint it, you will not benefit directly from being involved in the study.  
Thank you once again for consenting to participate in this vital project. Your 
identity will be kept confidential. Each participant will be assigned an identification 
number for purposes of tracking data collected. This data will only be accessible to me 
and will be destroyed upon completion of the study. 
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Information that may identify a participant will not be reported in any form and only 
aggregate data of all scores will be used for publication. All data will kept on a secure 
computer with the flash drive removed when not being used for analysis.  
The test will measure your personal assessment of your match to transformational 
leadership, and the random sample of four of six elders will also measure you based on 
their opinion of how you display transformational leadership. I hope it will make for 
some great discussions, but in no way will you be able to see how they individually score 
you. You participate as a volunteer. You can withdraw at any time, as can the elders you 
choose.  
Thank you so much for taking the time to consider participating in my project. I 
pray God’s best for you, your family, and your circuit. I know what you do is not always 
easy, and I pray the Lord gives grace and favor as you serve Him! 
In His grip, 
Rev Pius N Kagwi  
kagwipius@yahoo.com 
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APPENDIX B 
STATEMENT OF VOLUNTARY CONSENT  
To participate as a subject in the study described below 
Date: September 2, 2009  
Name of Study: Social Transformation through Pastoral Transformational 
Leadership 
Purpose of Study: To better understand the role of the Church as a change agent 
and how transformational leadership can enhance social change to the next level of 
growth and development 
Primary Researcher: Bishop Pius N. Kagwi 
Contact Information: To all Ministers of the Methodist Church in Kenya, 
Mombasa Synod  
As a volunteer participant in the above mentioned research, I understand that I will be 
asked to complete a survey that will ask questions related to the impact of church 
leadership on social transformation in your area of operation. The survey typically takes 
about fifteen minutes to complete, although this time can vary depending on each subject.  
 I also understand that I may consider some of the questions personal in nature but 
that the information I provide will be used exclusively for this project and will in no way 
be associated with my name, address, student ID, or any other identifiable information.  
As a participant in this study, I am aware that the questions on the research survey 
may cause anxiety or stress depending on my personal situation. As a participant, I am 
aware that the responses I provide may assist future pastors in Mombasa Synod and 
perhaps other pastors across Coast Province and the country in general.  
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By signing below, I state that I have read this consent form in its entirety and that 
all of my questions have been answered. I understand that I may withdraw from this 
study at any time and that my participation or lack of participation will in no way affect 
my status as a minister of the Methodist Church in Kenya, Mombasa Synod. 
 
Subject Signature ________________________ Date ______  
WITNESS SIGNATURE ________________________ DATE 
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APPENDIX C 
SEMI-STRUCTURED INTERVIEW FOR FOCUS GROUPS 
1. What is the perception of the participants about what happened during post-
election violence (PEV)? 
a. Was the post-election violence (PEV) anticipated before the elections? If 
so what were the signs? 
b. What in your assessment led to the violence? 
c. How was the church involved in perpetuating or preventing the violence? 
d. Did the people listen to what the church was saying to them? If not why? 
e. Has the membership & participation in the church been affected by the 
PEV? 
f. Are the people more united since the riots than before? Why an in what 
ways?  
2. What are the participants doing [did] to prevent/ work through the conflict?  
a. What did the church or individual pastors do about the signs 
they saw, to prevent the violence. 
b. What could the church/pastors have done to minimize the 
violence? 
c. What have been learned by the church and you as pastoral 
leaders? 
3. What do they suggest are good measure to prevent any future violence?  
a. What role is the church playing currently to enable healing and 
reconciliation? 
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b. What should the church be doing now to enable healing and 
reconciliation? 
c. Is it the place of the church in Kenya to take a role of preventing 
unrest? Why?  
d. What role should the church be taking now to prevent future unrest? 
e. What approaches can the church embrace to effectively influence its 
followers for peace? 
 
Further Discussion Questions: 
1. In what ways can the church help its leaders become role models who are 
respected and influential in the lives of their congregants? 
2. In what ways can the church have a clear spiritual vision that positively 
impacts the social, economic and cultural lives of its communities? 
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APPENDIX D 
COVER LETTER FOR THE BASELINE QUESTIONNAIRE 
Dear Friends, 
I would like to thank you for your cooperation as we minister to the people of God in 
Mombasa Synod. I believe we are all doing well and marching on to win the crown of 
life. Many of you are aware that I am working on a Doctor of Ministry degree through 
Asbury Theological Seminary. Part of my work involves you as my members of 
Mombasa Synod! 
 Here’s how you can help: 
Complete the enclosed questionnaire. It should take no longer than 10 or 15 minutes to complete. 
Please do not write your name, but provide the last four digits of your ID number only. This will 
simply ensure anonymity of your responses. 
Place the completed questionnaire in the enclosed self-addressed stamped envelope. Place the 
envelope in the mail by Monday, October 26th. Your participation now and again two years from 
now will help me to complete my dissertation and will hopefully strengthen our church’s ministry 
to those around us in need. My pledge to you is this: 
Your survey will be returned to me anonymously. I will not attempt to match returned surveys to 
individuals within the synod. 
Because all responses are vital to my research, each and every returned survey will be gratefully 
received and will be included in the study results. Thanks so much for your help! 
Yours in His Service 
Rev. Pius N Kagwi 
BISHOP, MOMBASA SYNOD 
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APPENDIX E 
RESEARCH CONFIDENTIALITY COVENANT 
In view of the fact that the participant’s work will bring him into close contact with many 
confidential matters, such as information about people and other personalities, the 
researcher hereby covenants and agrees, as an essential condition of his/her participation 
in research as follows: 
A. To keep secret all confidential matters of the research and not to disclose them to 
anyone either during or after the research without consent from the team leader. 
B. To avoid discussing any matters of a confidential nature with people who are not 
part of research team 
C. To deliver promptly to the team leader upon completion of research all 
memoranda, notes, records, reports, technical manuals, and other documents (and 
all copies thereof) relating to the research, which the participant may then possess 
or have under his/her control.  
Dated this __5___ day of ___April 2009 
Sincerely yours, 
Rev. Pius N Kagwi 
BISHOP, MOMBASA SYNOD 
I, ……………………………………………..the Member of Bishop Kagwi’s 
research team stated herein, have read the above Agreement, understand and agree with 
its terms, and have received a copy. 
 
 
[NAME OF PARTICPANT 
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APPENDIX F 
LETTER OF SUPPORT FROM MOMBASA SYNOD STANDING COMMITTEE 
AND STAFF  
We the undersigned, on behalf of members of the Standing Committee and 
Staff of the Methodist Church in Kenya, Mombasa Synod, do hereby pledge to 
support our Bishop Pius Kagwi in his research project entitled: “Social 
Transformation through Transformational Leadership.” 
We do understand that transformational leadership is an interesting theory of best 
practice that includes getting the most out of your people while moving them toward the 
mission of your ministry. It is a leadership model we could all aspire to and learn from as 
we grow and become all that God wants us to become.  
Another interesting component of this study is how the regions we live in and the 
resulting culture change the way we lead. 
With this in mind, we pledge to support this project. 
On behalf of Standing committee members and Staff 
1…………………………………………………………. 
Synod Secretary 
 2………………………………………………………….. 
Bishop’s secretary 
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APPENDIX G 
PERSONAL DATA QUESTIONNAIRE 
METHODIST CHURCH IN KENYA-MOMBASA SYNOD 
 
 
Name (Optional)   
Age______________ 
Male_________Female___________ 
Leadership Position: (Tick One) 
Pastor   
Lay leader   
Church Elder   
Other, specify   
Highest Level of Education    
Ethnic Background:   
Denominational Preference:   
Marital Status:   
 
For official 
use only 
ID#....................... 
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